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ABSTRACT
Cultural Intelligence Practices Community College Presidents Use to
Lead Their Organization
by Jennifer Marta
Purpose: The purpose of this qualitative multicase study was to discover and describe
the cultural intelligence practices California community college presidents use to lead
their organization through the four dimensions of Ang et al. (2007) cultural intelligence
(CQ) framework. Lastly, this study will examine the CQ practices of California
community college presidents through the four dimensions
framework.
Methodology: This qualitative multicase study was conducted through semistructured
interviews of four California community college presidents to discover their use of CQ
practices. Artifact collection and review was used to further describe how they use CQ
practices from
organization.
Findings: Close examination of data from interviews and artifacts yielded 256
frequencies for CQ

CQ

leading their college. Eight key findings were identified to represent how community
college presidents use the four dimensions of the CQ framework (cognitive,
metacognitive, motivational, behavioral) when leading their organization.
Conclusions: The study concluded that community college presidents demonstrated use
of CQ practices when leading their organiza
(2007) CQ framework (cognitive, metacognitive, motivational, behavioral). Furthermore,
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a president who is able to understand and respect others in an open and valuing way
creates an institutional system of a culturally inclusive environment.
Recommendations: Further research is recommended to replicate this study for
community college presidents within other states. Furthermore, given the importance of
CQ practices used by college leaders, more research on a study that includes college
presidents at universities and a study within vice presidents at community colleges would
add breadth and depth to the data as well as a better understanding of the use of CQ
practices used within the college system.
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CHAPTER I: INTRODUCTION
Higher education provides benefits beyond a degree or certificate as it forms the
initial steppingstone for future life endeavors, providing students with the learned skillset
to leverage opportunities when presented (Emerson, 2018). Through the shifts of
advancement in society, it has led to the need for more advanced educational institutions
whose priority and goals are to educate the diverse needs of the students. Initial
beginnings of education took place in the K-12 (kindergarten to high school) systems, but
it was not until the 1860s that higher education was given significant thought and
considered a valuable tool for the extended education of adult students (Drury, 2003).
Educational institutions continue to evolve to meet the higher needs of the diverse student
population.
The diversity of individuals in bringing their own identity, story, traditions,
rituals, and activities provides a view of the changing diversity of the world. The United
States is a leader in providing a home for individuals of diverse cultural backgrounds and
is expected to increase by 2043 (Friedman & Mandelbaum, 2011; Ogbolu et al., 2018).

perceived as a reason for tension and increase hate crimes (Eligon, 2018). To dispel this
counter negative of celebrating diversity, the state of California has been recognized as
the leading destination for immigrant workers (M. Baker, 2018). California is reflective
of the diverse changing economic, cultural, household, socioeconomic, and religious
diversity (Eligon, 2018). The continuing growth of diversity leads to a directive of
leaders to manage the cultural diversity and promote a culture of inclusiveness within the
organization (Sinkfield-Morey, 2018; Turner, 2018). The diversity of California public
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school system teachers, employees, and student populations has expanded from the racial
and ethnic changes (Freedberg, 2018). There is increasingly diverse population of
students that requires leaders to be effective and culturally intelligent (Turner, 2018).
support a vast
and diverse population of students. Colleges serve as a map of limitless destinations and
opportunities to explore new areas for pursuit in reaching greater and more infinite goals.

than high school graduates, and have better benefits, more skillsets, and more longlasting connections with others (Emerson, 2018). Research has shown that when students
are supported in their educational endeavors, they are more likely to serve as positive
contributing members of society, excelling in learned concepts from receiving a college
education and degree (Emerson, 2018). With appropriate support, all of these benefits are
possible.
Within each community college are individuals employed to support students,
with presidents serving as the highest authority position at community colleges.
Presidents are vital in performing tasks that ensure rigor and vitality within their school

plan (Boyd, 2008; Wolverton et al., 2008). They have a pivotal role in adherence to
guidelines and skills necessary when working with diverse populations. Presidents need
to remain diligent in their pursuit of leadership advancement and increase avenues
enabling access to those inadequately and underrepresented in higher education
(Santamaria & Santamaria, 2015). As the most influential leader, a president must have
the ability to navigate changes, mitigate societal tensions, increase the diversity of faculty

2

and staff, and grow a culturally intelligent school environment (Freedberg, 2018; Harvey
et al., 2013; Rendón & Hope, 1996). However, there is little linkage to theory in actual
practice concerning the application of characterizing implementations of a framework to
support underrepresented students; thus, this research is urgent within community
colleges (Kezar, 2002; Santamaria & Santamaria, 2015). Leadership is more critical than
ever in these changing times, and it is imperative the president be a leader and champion
of diversity and create a culture of inclusiveness throughout the organization, which
makes it more imperative to examine the practices presidents use when leading their
organization. Given the importance of a community college education, the dramatically
diverse and shifting student population, and the importance of the community college
leader, little research has been conducted on the dynamics of how a community college
leader actively supports the success of the culturally diverse student population.
Background
History of Community Colleges
Community colleges in America can trace back to the beginning of the 1860s
(Drury, 2003), when additional education was to be provided through the means of
evolved systems outside of the K-12 (kindergarten to high school) institutions. Additional
schooling provided added benefits to expanding the occupational programs that led
toward better employment opportunities for those students who took advantage of
attending a community college. This led to an expanding student population that has
spent more years in
proportional change in enrollments at any given level of schooling is a simple function of
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(p. 521). Yet, by 1910, there were only three public community colleges, and within the
next 20 years, it would grow by an additional 14 public and 32 private schools (Drury,
2003).
During the additional rise of community colleges in the 1920s, a critical leader in
this development was formed: the American Association of Junior Colleges (AAJC), now
known as the American Association of Community Colleges (Drury, 2003). Trying to be

importance in educational learning. One of the largest issues during the 1920 time period

(Drury, 2003, p. 3). However, it was not until 20 years later that junior colleges would be

College (Drury, 2003). Establishing this representative name provided a higher caliber of
meaning and awareness to the grievance that transpired within the development and
educational opportunities that a community college provides to student learners. Through
skepticism, there was acceptance by many after the publishing of a report in 1932 by the
Carnegie Foundation, which outlined the functions of a community college, thus
providing legitimacy to community colleges (Brint & Karabel, 1989). This began an
unprecedented spike in enrollment during The Great Depression. In a matter of a 10-year
gap, there was an increase in over 100,000 students enrolled within the community
college system. Since this initial timeframe, enrolled students have steadily increased,
and community colleges are now considered the backbone of the education system.

4

California Community Colleges
Fast forwarding to the current timeframe, the growth and development of
community colleges is widespread. In California, they are now the leading and largest
cation system

over 2.1 million students per year, in the established 116 California community colleges
e within the
educational system. California community colleges serve a vast majority of students from
different socioeconomic backgrounds, environments, and climate structures. In fall 2019
alone, California community colleges served 1,569,510 students, with a little over half
being females and less than 50% being males (CCCCO, 2013).
Community college campuses are divided into districts and a chancellor and
board of trustees oversee the districts, allowing for the president to be the advocate for
the camp
faculty are organized by divisions and then by departments where a dean oversees them.
Each community college is run by a campus president and other senior administration
includi
oversee the vice presidents, deans, and other senior administration and have the highest
authority at the college to make decisions. Presidents oversee and supervise everything
on campus and have the authority to create change within their college through events,
programs, initiatives, and other means of supporting students to excel to their highest
potential.
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California has the largest and most diverse student population in America
(CCCCO, 2013a). The rapidly growing and changing dynamics of community college
student demographics, is expanding without a clear depiction of what programs are
needed to best serve the student populations (CCCCO, 2013a). Figure 1 shows the
student population variance from the 1970s to 2019, in which time minority populations
have bec
the California Department of Finance, stated th
from 2010 to 2020 (Johnson et al., 2022). These statistics continue to diversify the
.
Figure 1

Note. From
, by H. Johnson, E. McGhee, & M. C. Mejia, 2022, p. 2,
Public Policy Institute of California (https://www.ppic.org/wp-content/uploads
/JTF_PopulationJTF.pdf).
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munity colleges,
comparatively speaking to the 465,686 in the 23 California State University campuses,
and the 251,714 in the nine University of California campuses (CCCCO, 2021). With the
growing rate of racially diverse students enrolled in California community colleges, there
is a need of leaders to serve with a multicultural perspective to meet the cultural needs of
the diverse student populations.
Achievement Gap of Underrepresented Students
Students are the essence of a community college and, as such, should be treated
equitably based on their need for support. Yet, there are disparities within higher
education that constitute a concern for reducing underserved or underrepresented
unequal
educational outcomes for racial and ethnic groups shows discrimination in postsecondary

wed as a learning
problem through students but as a problem that lies within the institution itself and the
individuals whose career inhabits it, which governs their attitudes, beliefs, values, and

success or failure. Through application, they can change the thinking process and
implementation of underrepresented students and their outcomes through an equity lens.
Through this equity-minded transition, underrepresented stud
community college will change, and the outcomes of minorities will be a routine practice
(Bensimon, 2005). The recognition, knowing, believing, and practicing of this will allow
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from all social, ethnic, and racial groups
(McCombs, 2000).
Minority populations are the most underrepresented and underserved populations
in comparison to their White counterparts. At the community college level, the proportion
of White students who co
54% (1995 to 2015; Johnson et al., 2022). Comparably, African American students
increased from 22% to 31%, and Hispanic students from 13% to 26% (Johnson et al.,
2022). The lack of degree completion for people of color is considerably lower than that
of their White peers, which raises the question of how community colleges are addressing
the equitable degree completion and overall support of subgroups. The ability to serve
underrepresented and underserved students can be observed by addressing the widening
gap in educational attainment between high- and low-income students, students living in
poverty, first-generation students, foster youth, military and veterans, students with
trauma, and English as a second language (ESL). Students come from all different
backgrounds and walks of life and as such should be supported to ensure that a gap is not
present between them and their ability to be successful in school and life.
Presidents in Higher Education

to their highest capacity to educate and provide opportunities to all students. Their
responsibilities often are an outlier for the perpetuations of their role in a college, through
its general use in higher education history. Yet, presidents are far more responsible than
is evident, as they serve as the chief executive officer for the college, hired by the board
of trustees. They are responsible for reporting to the board of trustees, representing the
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college as a whole, and advocating for the needs of the college, students, faculty, staff,
and community at large (Björk et al., 2014; Hoyle et al., 2004; Kowalski, 2005). Vaughan
(1986), a seminal researcher of community college presidents, indicated that the three
most important roles of the president are (a) managing the institution, (b) creating the
campus climate, and (c) interpreting and communicating the mission of the college.
With that being said, progression of the role and responsibilities of presidents
have has shifted over the years. In the past 10 years, the presidential role has become
consumed with shifting needs of political circumstances, myriad crises, and fiscal
mismanagement, often without a plan to follow. Most recently, the COVID-19 pandemic
forced extensive college closures and significant adjustment within the educational
system to distance learning, and hybrid teaching modalities took over. Additionally,
national, political, equity, and racial tension escalated during the same time. Despite these
challenges, the president remained tasked with developing a positive culture and
expectations of respect that permeated across the organization (Benzel & Hoover, 2015).
Birnbaum and Edelson (1989) identified that many studies that involve leadership have
considered business organizations, the military, and governmental unities with little
attention provided to higher education. There remains little research on the properties by
which presidents lead in higher education through cultural sensitivity and how they
address the needs of the changing student population.
Theoretical Foundations
There are various theories of intelligence that are fundamental to the development
and understanding of cultural intelligence (CQ). Following are some of those supporting

9

and foundational theories that include several seminal theories of intelligence and end
with the foundation of CQ.
Theories of Intelligence
Intelligence Theory
Intelligence theory is often referred to as an individ
solve problems (Conti, 2019; Urbina & Dillon, 2019). It takes into account various

the environment (Earley & Ang, 2003). Intelligence quotient (IQ) is a test that measures
the intelligence variability of a person by completing tasks (Urbina & Dillon, 2019).
Research has indicated some relationship between IQ results and intelligence of leaders
who provide strong stability in verbal, perceptual, and reasoning abilities (Northouse,
2016). Although intelligence is critical to a strong and successful leader, one can have
intelligence qualities but still lack the capacity to understand and appropriately apply CQ
during interactions where a multicultural view is needed.
Multiple Intelligence Theory
The multiple intelligence (MI) theory was developed by Howard Gardner in 1983
with seven original intelligences but has since expanded to eight (Gardner, 2006).
Gardner hypothesized that within each person, their brain has many capacities for
learning, and people normally excel in one or two areas identified from his list (Adcock,
2014). Gardner believed that if educators could determine and harness the intelligence
and enhanced abilities of each person, they would learn better (Adcock, 2014). If this
theory was applied within an institutional setting and provided opportunities for all
of
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potential for students would be increased. Although the MI theory includes a vast amount
of capacity for learning modalities, it does not include an intelligence related to cultural
rspective during
interactions.
Emotional Intelligence Theory
Emotional intelligence (EI) theory extends beyond the MI theory by Gardner.

definitions have evolved over the years with additional research to conclude an overall

others, it does not consider the cultural differences that may influence the ability to
appropriately respond to som
summed up as the ability of a person to
1. Be self-aware (to recognize his/her own emotions when experiencing them)
2. Detect emotions in others
3. Manage emotional cues and information. (Earley & Ang, 2003, pp. 47-48)
Applied Critical Leadership Framework
The applied critical leadership (ACL) framework (Santamaria et al., 2015)
constitutes the complementary linking of three theories whose purpose is to create
meaning through the connectedness they transpire together. ACL is based on culturally
responsive leadership with underpinnings to social justice and educational equity utilizing
transformative leadership, critical multiculturism, and critical race theory (LadsonBillings, 2009; May & Sleeter, 201
the elements of each theory to strengthen the impacted system of higher education by
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collaborating and fortifying the barriers rooted within these moral and ethically charged
theories to practice. Combining them into a framework, which houses characteristics
from research to support the recognition of those whose roles as leaders in a community
college advocate on behalf of traditionally marginalized and poorly served students,
contrasting the long-stemmed hierarchies of the systems, creates new paradigm shifts
with this application. Combining them into a framework, which houses characteristics
from research that supports the recognition of those whose roles as leaders in a
community college advocate on behalf of traditionally marginalized and poorly served
students contrasts the long-stemmed hierarchies of the system. In such, this creates a new
paradigm shift with this application.
-Loci of Intelligence
sts that with exposure and lived experiences,

cognition, and motivation were all mental capabilities residing internally within each

-loci of intelligence conceptualized the four dimensions that
CQ undertakes into appropriate cross-cultural functioning.
Transformational Leadership

system changes, with an end goal of evolving followers into leaders (Burns, 1978). James
MacGregor Burns (1978) first coined this concept of transforming leadership, originally
for political leaders, now used in organizational psychology too. Bass (1985) provided
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the measurable quality of it. The term transformational leadership has expanded from the
original coinage of transforming and transactional, but its critical difference is that
transformational leadership strives for cultural change within the organization (Burns,
1978).
Cultural Intelligence
CQ is a multifaceted paradigm that involves appropriate cultural interactions with
people of different races, ethnicities, or nationalities (Ang et al., 2007). There are four
dimensions of CQ that consist of cognitive, metacognitive, motivational, and behavioral
(Aldhaheri, 2017; Ang et al., 2007; Avila, 2018). CQ leaders utilize the four dimensions
to adjust their personal views and behaviors across cultures (Van Dyne et al., 2010;
Solomon & Steyn, 2017). CQ extends beyond traditional intelligence to describe an

interactions, cross-cultural engagements, and communication (Thomas, 2006). CQ
extends beyond intelligence theory, MI theory, and EI theory, because it also considers
the cultural diversity of those surrounding the individuals during intercultural encounters.
Four-Dimensional Cultural Intelligence Model

dimensions that are employed through the presence of CQ. The four dimensions of CQ
were identified as cognitive, metacognitive, behavioral, and motivational. Operationally,
cognitive is the ability to utilize knowledge gained through education and personal
experie
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and conventions (Ang et al., 2007; Brislin et al., 2006). Furthermore, metacognitive is the
ability to utilize acquired knowledge, and understanding how to apply the information
during interactions with culturally diverse populations. Motivational means the ability to
direct energy and attention toward learning about and functioning in different crosscultural situations (Ang et al., 2007). Lastly, behaviorally, is an outward manifestation of
exhibiting situationally appropriate verbal and nonverbal behavior through cultural
adaptation when interacting with individuals of different cultures (Ang et al., 2007; Hall,
1959). Through the use of these four dimensions, an individual can be culturally
intelligent to the diverse needs of the population during interactions.
Research Problem
Given the importance of a community college education, the dramatically diverse
and shifting student population, and the importance of the community college leader,
there is very little known about the dynamics of how a community college leader actively
supports the success of the culturally diverse student population. Without appropriate
support, students may not complete their educational path and thus there will be fewer
contributing members of society. Stakeholders throughout California are looking toward
higher education to step up and provide programs to improve student success rates
(Foundation for California Community Colleges, n.d.). Community colleges are well
known for their career technical education (CTE) programs, which make up a majority of
the workforce (Foundation for California Community Colleges, n.d.). This study sought
to find how CQ is applied within higher education, to ensure students are being provided
opportunities for success.
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A specific problem remains that there is a lack of research on leadership through
CQ in higher education for senior administrators, specifically presidents, in how it
directly impacts underserved and underrepresented students. This in itself signifies the
inequitable treatment for social justice and educational equity. Providing a strong
foundation of educational leadership rooted in CQ with college presidents will
fundamentally change the dynamics for those 2.1 million students who are served
annually (CCCCO, 2021). College presidents oversee the entire college from faculty and
staff to students and community members. When support is not provided to students in
the form of student-centered programs or services, students suffer and become less
successful.
As community colleges continue to grow in popularity, so do student numbers
naturally progressing from high school to higher education to continue their educational
development. With this transition comes the diversity of those students migrating toward
higher education. Certain student groups are less likely to end their college pursuit with a
degree, certificate, or transfer. Completion rates of African American students (36%),
American Indian/Alaskan students (38%), Hispanic students (41%), and Pacific Islander
students (43%) are significantly lower, compared to higher completion rates of Asian
students (65%), Filipino students (57%) and White students (54%; Foundation for
California Community Colleges, n.d.). The increase in diversity among students will be
more evident in the younger cohorts that will populate the community colleges, and the
statistics of success will continue to be problematic as the population of California
continues to grow (Foundation for California Community Colleges, n.d.). As students
contribute as working members of society by 2060, non-White groups are projected to
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grow to 70%, thus indicating the need for student success programs and initiatives
(Foundation for California Community Colleges, n.d.). Without the application of CQ
within community colleges, presidents may not understand the needed programs or
avenues to pursue for students to be successful in their educational career pathway.
Understanding the impact of college lies beyond superficial benefits; at a deeper

However, if students are not being supported in their college setting through culturally
intelligent created programs or policies, they are more likely to drop out, and not live up
to their full potential (Santamaria & Santamaria, 2015). Addressing and providing
culturally intelligent leadership in higher education can transform the lives of students,
organizations, and society as a whole.

leadership will continue to be significant. Having these skills is necessary when working
with diverse populations. The application of the CQ framework is fairly new to academia;
therefore, more research is needed in educational settings such as in higher education
(Avila, 2018; Grubbs, 2014). Birnbaum and Edelson (1989) identified that many studies
that involve leadership have taken into consideration business organizations, the military,
and governmental entities with little attention provided to higher education. As this
country continues educational advancement for minority and economically disadvantaged
dhere to these initiatives through
CQ is steadfast. Presidential leaders can contribute to the student success in their
organizations by using effective leadership practices that demonstrate their CQ. As the
diversity of the student population continues to grow and expand, the need for more
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culturally intelligent leadership is needed to further research the relationship between CQ
and the higher education systems.
Research indicates the importance of applying CQ within the K-12 system, but
there are few research studies on the importance within higher education, specifically
community colleges. Given that there is a seamless transition from high school to higher
education, this institutional avenue is being pursued by millions of students annually.
Even with the years that community colleges have been in existence, since the 1860s,
research indicates dismay in these transitions within the learning environments of the
college. Still, within the context of the diverse academic conversations and research,
there are few scholarly contributions in which achievement gaps affect students on
college campuses (Santamaria & Santamaria, 2015). There is little linkage to theory in
actual practice concerning the application of characterizing implementations of a
framework to support underrepresented students; thus, this change is urgent within
community colleges (Kezar, 2002; Santamaria & Santamaria, 2015). This study
attempted to answer an aspect of this problem in a unique and scholarly manner. Finally,
the problem statement served as an invitation to the study. The problem remains how to
lead an organization to transform and create long-standing change; therefore, the purpose
of this study was to describe the CQ practices California community college presidents
use to lead their organization.
Purpose Statement
The purpose of this qualitative multicase study was to discover and describe the
CQ practices California community college presidents use to lead their organization
) CQ framework.
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Research Questions
The central question and four subquestions were designed to address how
California community college presidents use the four-dimensional framework of CQ to
lead their organization.
Central Question
How do California community college presidents describe the CQ practices they
use based on

four-dimensional CQ framework: cognitive,

metacognitive, motivational, and behavioral, when leading their organization.
Subquestions
1. Cognitive. How do California community college presidents describe the
cognitive CQ practices they use when leading their organization?
2. Metacognitive. How do California community college presidents describe the
metacognitive CQ practices they use when leading their organization?
3. Motivational. How do California community college presidents describe the
motivational CQ practices they use when leading their organization?
4. Behavioral. How do California community college presidents describe the
behavioral CQ practices they use when leading their organization?
Significance of the Problem
Educational leadership continues to be critically needed for those who oversee a
diverse population of students. As the student population moves toward a minority to a
majority population, more CQ is needed among college presidents to meet the needs of
these students. According to Esposito and Normore (2015), students from minority
groups are underserved and underrepresented, which includes but is not limited to
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students of color, high-mobility students (including foster, migrant, and homeless),
English language learners, students with disabilities, and low-income students.
Historically speaking, working adults who have no more than a high school education are
the highest likely to be unemployed (Falk et al., 2021). Moreover, working adults who
only have a high school diploma or have taken some college courses, without earning a
degree, earn less on average than those with a postsecondary degree (Falk et al., 2021).
The racial disparities observed in careers start preliminarily in higher education. This
issue begs to question the systemic failure of the higher education system in supporting
minority and unrepresented students, specifically for Black, Hispanic, and Native
American students, when compared to their White and Asian counterparts. As shown in
Figure 2, 42% of Black, 58% of Hispanic, and 50% of Native Americans aged 25 and
over have not progressed beyond high school; the comparing figures for White and Asian
individuals are 31% and 25%, respectively (Falk et al., 2021). Moreover, the relational

With this disparity comes the need for applicational institutional responsibility to
meet the s

rved and underrepresented individuals, leading to
significant additional research to be made (Santamaria & Santamaria, 2015, p. 4).
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Figure 2
Highest Level of Educational Attainment for Adults Ages 25-64, by Race and Hispanic Origin

Note. From Strategies for Improving Postsecondary Credential Attainment Among Black,
Hispanic, and Native American Adults (T. Brock & D. Slater, Eds.), by J. Brathwaite, N.
Edgecombe, H. S. Kalamkarian, R. Kazis, L. A. Leasor, A. Lizarraga, A. Lopez Salazar, A.
Mateo, & J. Raufman, 2021, p. 3, Community College Research Center (highest level of
educational attainment for adults ages 25-64.pdf).

Students will benefit when they are met with culturally intelligent leadership and
are more likely to excel in school and future endeavors. Emerson (2018) stated that with

benefits (health insurance, dental, vacation), stronger and lasting connections with peers
or mentors, skillset growth in self-awareness, mindfulness, critical thinking, and selfrealization. Also, diversity among educational leaders, can lead to positive impacts on
student educational experiences and outcomes (Sanchez et al., 2008). The premise
focuses on enacting a more supportive and social contextual environment for
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Given that as the largest higher education system, California Community Colleges serve
over 2.1 million students per year alone; millions of additional students would benefit
from the research (CCCCO, 2021). Solutions must be explored to close the achievement
gap for millions of students who are impacted. This study is significant and there is a
critical need for it because students who do not achieve academically, especially those
who are disadvantaged, struggle to come to school regularly, resulting in absenteeism
(Lee, 2010). Furthermore, Olszewski-Kubilius et al. (2004) argued that the most
significant educational problem in the United States is the lagging achievement of
minority students, with no regard for the type of school system, but all relevant in the
achievement indicator (grades, tests, attendance); they do not achieve at the same levels
as nonminority students.
With the continued development of programs and institutional awareness of

supporting students from every walk of life has evolved. However, even with the growth
and development of programs, little leadership with CQ application has been applied in
higher education (Santamaria & Santamaria, 2015). There are conclusive findings
suggested by Santamaria and Santamaria (2015) that significant research still needs to
occur to bridge theory to practice when understanding and applying CQ within higher
education. But there is hope in addressing this issue, as Santamaria and Santamaria
stated, because the contributions of research make direct and explicit links that bridge
practice and educational change; this results in improved understanding of the feasible
practices, solutions, outlines, and plans that address these disparities within higher
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education when community college leaders are using culturally intelligent practices when
leading their organizations. Students in turn become contributing members of society.
As students matriculate more toward community colleges, the need for a
ecome more significant and research needs to be investigated

this study and additional research, there will be no furthered understanding of the
application of CQ, whose composition is inclusive of theories of practice, which has
already been established in K-12 education as unsurmountable evidence of the depth of
change that can occur with the application of the framework. Furthermore, there is a need
for culturally intelligent presidents who can understand, reason, and act appropriately in
culturally diverse situations (Ang et al., 2007; Solomon & Steyn, 2017). This need
ultimately causes the past historical traumas and cultural deprivation of minoritized and
underrepresented/underserved students to take a back seat as a new future of equitable
CQ practices
within the community college will change the social justice and educational equity for
underrepresented students. This divide can be addressed by presidents and provide insight
into the CQ practices used within a community college to lead, shape, and transform the
college community and culture.
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Definitions
The following are the operational and technical terms that are used in this study.
Cultural Intelligence (CQ)
Theoretical Definition. CQ is the skill and ability to effectively and appropriately
interpret and behaviorally conduct themselves within culturally diverse settings (Ang et
al., 2007).
Operational Definition. CQ is a multicultural construct, used and demonstrated
by an individual when engaging in cross-cultural interactions where differences in race,
ethnicity, nationality, and culture were present (Ang et al., 2007). There are four
dimensions to CQ: cognitive, metacognitive, behavioral, and motivational.
Cognitive
Theoretical Definition.
knowledge structure that reflects educational and personally learned experiences based on

conventions, and practices (Ang et al., 2007; Hofstede, 2001). This may include
economic, legal, and social systems of diverse cultures and subcultures (Ang et al., 2007;
Triandis, 1994).
Operational Definition. Cognitive is the capability to utilize knowledge gained
through education and personal experiences to understand similarities and differences

2006).
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Metacognitive
Theoretical Definition. Metacognitive is the ability and skill of an
higher order cognitive ability to create mental capacity to acquire and understand cultural
knowledge through personal processes that allow for anticipation of others cultural
preferences and creating mental adjustments during and after intercultural experiences
(Ang et al., 2007). This may include acknowledging cultural stereotypes or unique
individual characteristics, but moving beyond these variables to make high-quality
cultural decisions (Ang et al., 2007).
Operational Definition. Metacognitive is the capability to utilize acquired
knowledge, and understanding how to apply the information during interactions with
culturally diverse populations (Ang et al., 2007).
Motivational
Theoretical Definition. Motivational is the ability and skill with mental capacity
to direct and sustain energy and attention on a certain task or situation with recognition of
cultural adaptation to form a positive relevance to successfully functioning in culturally
diverse situations (Ang et al., 2007; Searle & Ward, 1990).
Operational Definition. Motivational is the capability to direct energy and
attention toward learning about and functioning in different cross-cultural situations (Ang
et al., 2007).
Behavioral
Theoretical Definition. Behavioral is the skill and ability of exhibiting overt
actions with verbal and nonverbal behavior through diverse cultural adaptations with a
flexible and broad range of behavioral capabilities (Ang et al., 2007; Hall, 1959). A wide
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and expansive repertoire of behaviors develops intercultural relationships, observed
through a variety of actions because cultures have different norms for appropriate
behavior (Ang et al., 2007; Hall, 1959; Gudykunst et al., 1988; Triandis, 1994). This may
include exhibiting situationally appropriate tone, gestures, words, and facial expressions
(Gudykunst et al., 1988).
Operational Definition. Behavioral is the capability of an outward manifestation
of exhibiting situationally appropriate verbal and nonverbal behavior through cultural
adaptation when interacting with individuals of different cultures (Ang et al., 2007; Hall,
1959).
Community College President
A community college president is a CEO for the college who is responsible for
reporting to the board of trustees; representing the college as a whole; managing the
college; advocating for the needs of the college, students, faculty, staff, and community at
large; addressing political, myriad, and fiscal management issues; developing a positive
culture and campus climate; interpreting and communicating the mission of the college
(Benzel & Hoover, 2015; Björk et al., 2014; Hoyle et al., 2004; Kowalski, 2005;
Vaughan, 1986).
The Aspen Institute
The Aspen Institute, founded in 1949, is a global, nonprofit organization invested
in and committed to supporting a free, just, and equitable society. They do this by
providing change through dialogue, leadership, and action to help solve the most
important challenges facing the United States and the world. Their projects bring together
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people with diverse backgrounds and points of view in helping cultivate and support
values-based and purpose-driven leaders in many communities.
California Community Colleges
A California community college is a postsecondary education system, which
serves over 2.1 million students in over 73 districts in California. They make up the
largest system of higher education in the United States and offer opportunities for jobtrai
opportunities and training for students who move on to a 4-year university (CCCCO,
2021).
Underrepresented Students
Underrepresented students are a group that includes underserved students
(African Americans/Black, Asian, Hispanic, American Indian, and multiracial) plus firstgeneration students,

economically disadvantaged in relation to other groups because of

structural/societal obstacles and disparities, or low-income students. In specific
instances, other groups of students may be considered underrepresented. For example, in
a traditionally female discipline, males may be considered underrepresented. This also
applies to accessibility to education and services or those who have been excluded from
full participation in society and its institutions. The basis of exclusion has primarily been
race and color and has included African Americans/Black, Asian, Hispanic, American
Indian, and multiracial individuals (Emory University, 2020, Underrepresented
Students, Underserved, and Underserved Students sections).
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Delimitations
Delimitations provide the factors that may affect the study and are controlled by
the researcher (C. M. Roberts, 2010). This multicase study was delimited to four
community college presidents in California recommended by the Aspen Institute who
met the following five criteria.
1. Current community college president within California
2. Served at an accredited California community college
3. Served as a California community college president for a minimum of one year.
4. Collectively serve more than 500 students
5. In the first 5 years of their presidency
Organization of the Study
This study is organized into five chapters. Chapter I presented an introduction on
the limited research in CQ and how this intelligence framework plays an important role
when working with culturally diverse populations within the state of California. Chapter
II provides a comprehensive overview of relevant literature as it relates to the theory of
intelligence and the important role presidents play in community colleges with diverse
populations. Chapter III describes the methodology and rationale for choosing a
qualitative multicase study research design for this study. Chapter IV provides the
analysis conducted, the data collected, and the findings from the interviews conducted
and artifacts collected. Chapter V provides the conclusion, implications for action, and
recommendations for future research.
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CHAPTER II: REVIEW OF THE LITERATURE
Review of the Literature
This chapter includes a comprehensive literature review of foundational historical
and theoretical components pertinent to the study. The historical growth and critical
importance in the role community colleges play with students are first presented.
Following suit is how community colleges are organized by divisions and departments as
well as how community college faculty are structured. Importantly, this study provides a
comprehensive description of the community college student population. Student issues
discussed are their diversity, their academic success, their achievement gap, and the
support systems that are currently available to them. The role of community college
presidents is reviewed and specifically, this chapter provides known research about how
they lead to support the diverse student population. Included is a review of the specific
programs that they typically put in place to support underachieving students. This chapter
reviews the background literature that supports culturally intelligent leadership as well as
offers a comprehensive explanation of the CQ framework: cognitive, metacognitive,
motivational, and behavioral, developed by Ang et al. (2007). The research gap shows
that little to no research has been conducted on the use of CQ practices within the
community college system, specifically when presidents are leading their organization.
This chapter closes with a summary of how community college presidents use CQ in their
organization as they support their diverse student population.
The History of Community Colleges
The origins of America community colleges, originally termed junior colleges or
2-year colleges, can be traced back to the 1860s (Drury, 2003). Opportunities to attend K-
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12 (kindergarten to high school) schools had earlier roots, but it was not until the Morrill
Act of 1862 (The Land Grant Act) that American students had a greater opportunity to
attend colleges and universities (Nevins, 1962). Previously, there was limited access for
students to attend post high school education (Drury, 2003). A problem existed for
students of color and females to attend higher education under the Morrill Act. In 1890,
the second Morrill Act was enacted to correct the gender and racial limitations by
withholding funding to colleges that were denying student admission based on race and
gender. This act was recognized for its effectiveness to provide for minorities, including
women and African Americans, outside of the typical White males, to be admitted into
land grant colleges (Drury, 2003). The equitable enrollment that began with this grant set
a model for the rest of the world to live by.
Community colleges originated as institutions to connect to local high schools and
to extend the
opportunities to students of all races and genders. William Rainey Harper was a leading
force behind the postsecondary movements, and one of his efforts was advocating for
high schools to offer college-level courses (Drury, 2003). He was unsuccessful until J.
Stanley Brown, principal of Joliet High School introduced college-level courses into their
curriculum (Drury, 2003). This partnership led to the first junior college in the United
States, established in 1901 (Drury, 2003). Joliet Junior College in Illinois was founded
with the theory that to extend the local high school curriculum by forming a partnership
would lead to higher education opportunities (Dougherty, 1994). Nine years later, in
1910, a second institution formed a partnership between Fresno High School and Fresno
City College (Beach, 2011). These two institutions were two notable early high school
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and college partnerships, and they provided an early model for community college
programs for the rest of country.
With the formation of these educational partnerships, the premise was that
postsecondary education should be an expansion of high school education (Drury, 2003).
Then the higher education goal was to provide a seamless transition from high school to
college. However, the major challenge was the scarcity of community colleges. With so
few community colleges, it was difficult for high school students to travel to remote
locations. In spite of the educational opportunities of these pioneer community
college/high school models, the growth of these higher education systems was slow to
expand during the early 20th century. By 1914, there were 14 public junior colleges and
32 private junior colleges in the United States (Drury, 2003). In spite of the limited
enrollment in these programs, students who were able to attend showed a benefit to
society (Cohen & Brawer, 1996). The additional education students received was found
to provide students with advanced skills, which then enabled industries to expand faster,
and ultimately, these additional skilled workers helped to improve sectors of the national
economy.
Despite the importance of these early programs for businesses, initial programs
were often focused on the liberal arts and not occupational training, which community
colleges are largely known for today (Drury, 2003). The rationale for the emphasis of the
liberal arts curriculum was based on the thought that everyone should have access to a
broad course of study in their college education (Drury, 2003). Allowing access to
education for everyone was foundational to negate the disparities of people based on race,
gender, culture, or economic status.
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A key milestone occurred in 1920 when the American Association of Junior
Colleges (AAJC) was founded (Drury, 2003) leading to the growth of community
colleges and a renewed sense of higher education equity for all students. AAJC was and
continues to be the leading community college organization in the United States (Drury,
2003). With this newfound emphasis for higher education, vocational training became
more recognized, available, and sought after by students (Brint & Karabel, 1989). During
the Great Depression, 1929-1933, junior college enrollment increased dramatically from
56,000 in 1929 to over 150,000 in 1939 (Brint & Karabel, 1989). Adults who were
unable to find jobs during that period, pursued an education and learned a vocational
skill, enabling them to reenter the workforce. The community colleges expanded
immensely again due to the GI Bill of Rights. More than 2.2 million World War II
soldiers ended their military obligation and attended college (American Association of
Community Colleges, 1997). This large increase in student enrollment contributed to the
trend of equal opportunity and an expanded ability for career advancement.
The development and accessibility of junior colleges for all students was
advanced by the new term community college in 1946 as promoted by Jesse R. Bogues,
the executive secretary of the American Association of Junior Colleges (AAJC; Drury,
2003). With this new term and the staggering growth of the student population, in 1960,
the W. K. Kellogg Foundation created grants to be used to train and educate the leaders in
the community colleges (Drury, 2003). The leaders were essential in the success of the
college and the students they were serving. With these funds and additional training, the
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The need for stronger leaders and for instructor training became more important
as the enrollment rose threefold from 1.6 million students in 1970, to 4.5 million in 1980
(Brint & Karabel, 1989). During the late 1970s, community colleges were offering
largely vocational training and economic development and providing a stronger
foundation in the 1980s competing with 4-year institutions (Brint & Karabel, 1989;
Drury, 2003). Within the next decade, the number of community colleges in the United
States grew to 1,100 and enrolled more than 10 million students annually, with over 44%
being undergraduate students, 50% incoming freshmen, and 47% of minority students
(American Association of Community Colleges, 1997; Drury, 2003). Community
colleges continue to provide a solid foundation for students to advance their education
beyond high school and help to prepare them for career opportunities. As community
college leaders created advanced opportunities for students to succeed, a student-centered
learning environment needed to be established.
The History of California Community Colleges
Since the conception of community colleges centuries ago, California played a
pivotal role in its transition from extension and partnership with local high schools to
stand-alone community college institutions as a foundational leader for higher education.
California was the second state to create a community college, Fresno City College
founded in 1910 which connected to Fresno High School, a local high school (Beach,
2011). It was one of few public junior colleges in the country (Community College
League of California, 2021). Years later in 1917, the Ballard Junior College Act provided
state and county support for junior colleges, helping to expand their mission to include
trade studies (California College League of California, 2021). However, despite this
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advancement of educational opportunities, around this time the United States entered
World War I, and enrollment in California junior colleges dropped by 30% (California
College League of California, 2021). After the war ended, it was a few short years later
that The University of California began granting accreditation for junior colleges, with
Modesto Junior College becoming the first ever community college district in 1921
(California College League of California, 2021). Within the next year, the first ever
college student transferred from Modesto Junior College to Stanford making history
(California College League of California, 2021). Less than 10 years later, The California
Junior College Federation, now identified as The Community College League of
California, was established (California College League of California, 2021). Within the
same year of 1930, The American Association of Junior Colleges, later identified as the
American Association of Community Colleges (AACC) held its annual meeting for the
first time in a western state (California College League of California, 2021), indicating
the expansive growth from the other regions of the world.
The robust changes California made led to the state having one third of the

with one sixth of students enrolled in vocational programs in 1930 (California College
League of California, 2021). With all the growth in California community colleges, in
1943 legislation was passed about institutional accreditation of junior colleges by the
State Department of Education (California College League of California, 2021). The
importance of community colleges continued to grow in popularity as the Truman
Commission Report advocated for the expansion of community colleges in 1947
(California College League of California, 2021). Within that same year, it was reported
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t 35%

College League of California, 2021). By 1953, The Western Association of Schools and
Colleges began accrediting California junior colleges and the next year the U.S. Supreme
Court decided on the Brown v. the Board of Education of Topeka (California College
League of California, 2021). This ruling was instrumental in allowing African American
and Black students into higher education systems.
By 1958, more than 40% of the student population nationwide was enrolled in
California colleges due to the reputation of their colleges (California College League of
California, 2021). By 1961, the passing of AB 2804 established the ability of K-12
districts to form their own independent community college districts (California College
League of California, 2021). To oversee the accreditation of the newly formed
community colleges/districts, the Accrediting Commission for Community and Junior
Colleges (AACJC) was established (California College League of California, 2021).
After this accomplishment, it was determined by the passage of SB 669 that community
colleges would no longer be supervised by the State Department of Education, and in lieu
the Board of Governors of the California
Office was formed (California College League of California, 2021). A short year later,
the first chancellor was appointed, Sidney Brossman (California College League of
California, 2021). Throughout the years, additional chancellors were appointed to serve.
A realization occurred over time that with the establishment of new colleges,
services were needed more readily for students. This realization created progress in
passing bills to provide services to students. Extended Opportunity Programs and
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Services (EOPS) and Disabled Student Programs and Services (DSPS) were created
during the 1960s-1970s (California College League of California, 2021). In 1996,
Proposition 209 passed, prohibiting the discrimination of student acceptance based on
race, sex, or ethnicity (California College League of California, 2021). By 2010, SB 1440
passed simplifying the process for students to transfer to the California State University
system (California College League of California, 2021). With the additional funding
allocated from Proposition 30, in 2012, community colleges were required to post student
success scorecards from SB 1456, The Student Success Act of 2012 (California College
League of California, 2021). This act was supposed to improve completion rates for all
students and close the achievement gap for historically underrepresented student groups
(California College League of California, 2021). Advancing toward the future, a pilot
program passed, SB 850, to establish a baccalaureate program in no more than 15
community college districts in 2015 (California College League of California, 2021).
Two years later, AB 705 passed allowing the use of high school transcripts in
determining course placement for college-level math and English, instead of just
placement tests (California College League of California, 2021).
Since 2017, California community colleges have remained steadfast in their
growth and development, ensuing more advancements to support students. More than 2.1
million students were being served in 2018 in over 100 accredited community colleges in
California (California College League of California, 2021). Within the last 125 years,
California Community Colleges system has expanded to include transfer, career,
workforce development among educational teachings (California College League of
California, 2021). Even with the advancement of community colleges, some originality
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remains the same. Fresno City College remains a well-populated college in California,
with original structures dating back to its origination in 1910. However, since then it has
expanded and stands with sister colleges within its underlying district, the State Center
Community College District, which houses a total of five college campuses. These
colleges are among the 116 that are now accredited in the state of California, with the
most recent being Madera Community College in 2020 (CCCCO, 2021). With the
continuing pursuit of education, it is inevitable that California will add even more than its
current 116 California community colleges.
Academic Divisions
Each California community college is separated into academic divisions, created
to house the various areas of study that faculty teach, leaving opportunities for students to
receive cross-connected academic program across the divisions (Mills, 1999). Many
institutions divide the programs based on subject matter being taught. The basis of this
strategy can vary from college to college, but the essence of the foundation of divisions
remains the same. With each division/s, typically a dean directly oversees those
educational programs for faculty and students. Divisions are classically subdivided into
academic programs, which house the various pathways the college has to offer. A
pathway is defined as a calculated route a student follows to reduce the time required to
earn a college degree or certificate while improving their learning of the content and
pedagogical teachings of the chosen area of study (Van Campen et al., 2013). Some
examples of these academic pathways include science, technology, engineering, and math
(STEM), social sciences, business, arts, and humanities, and career technical education
(CTE; Jenkins et al., 2018). The divisions serve as an important function for faculty to
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help streamline the student experience and align programs within their field of division
disciplines (Jenkins et al., 2018). This process is critically important because it provides a
solid foundation to support students moving toward a certificate or degree within a
chosen field or program.
Additionally, divisions are used to create career exploration and promote fields
of study to help lead students to understand the opportunities available within that
program of pursuit (Fay & Lahr, 2019). As these academic divisions take on new roles,
growth ensues within the higher education institution, helping to identify program
development, joint ventures, and projects (Mills, 1999). Division leaders often encourage
and enable faculty within each program area to collaborate with each other on course
enhancements and to integrate cours
& Lahr, 2019). Collaboration between division deans is vital in considering how courses

2019). The collaboration fro
thoroughly overseeing and examining the various careers for pursuit within each division.
The college president, dean, and faculty collaborations provide an essential service to
students in creating a more academically stable foundation for their success. As college
presidents oversee the entire college, their role is essential in ensuring that deans and
faculty are providing the utmost service to the students.
Academic Departments
Academic departments are derived from academic divisions. The need for
academic departments rapidly increased because of the number of faculty teaching
(Booth, 1982). The increase of faculty led them to group together based on their
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disciplinary field or skillset, leading to the creation of academic departments (Hechtet al.,
1999). To create academic departments, the academic divisions, were subdivided and
organized to meet a narrower area of focus, referred to as academic departments (AlTurki & Duffuaa, 2003; Umbach & Porter, 2002). Academic departments were seen as a
better way to organize and manage the increase of faculty and knowledge available to
share (Young, 2007). Departments are then divided up by similarity of program type and
discipline, like arts, health, and social sciences (Mills, 1999), creating organizational
units (Young, 2007).
Academic departments are referred to as the building block of the educational
institution (Al-Turki & Duffuaa, 2003). They are often overseen directly by a department
chair, a faculty member, elected and chosen by other faculty within the division/s. They
act as coordinator of the department activities (Al-Turki & Duffuaa, 2003). The chair,
like the dean oversees those directly housed under and classified within that department.
The de
values, and culture (Olszewski-Kubilius et al.,
the departmental culture because of the wide spectrum of disciplines covered (Clark,
1984, 1987; Edwards, 1999; Light, 1974; Ruscio, 1987; Trow, 1977).
Academic departments are an essential component to the performance outcome of
the college, providing the mechanism for faculty achievement (Al-Turki & Duffuaa,
2003). Additionally, multiple authors have noted the impact of departmental culture and
climate on student learning and satisfaction (Cameron & Ettington, 1988; Hartnett &
Centra, 1977). Moreover, several theoretical models detail the positive influence the
academic departments play on the development of students, overseeing their academic
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advancements (Bean, 1985; Tinto, 1993). Academic departments are able to
progressively teach techniques to be developed and implemented departmentwide to
support the advancement of teaching students (Eager, 2011). Communicating the
challenges and objectives of the progressive techniques with all faculty develops a high
level of visionary success and strategies for future implementations (Eager, 2011).
Additionally, the projects, which impact entire departments, provide leadership
development opportunities to faculty members, oftentimes developing into new
department standards (Eager, 2011).
Community College Faculty
Community colleges consist of various members who are critical to the successful
operation of student achievement within the college besides the president. The following
faculty, both full-time and part-time, alongside department chairs support the
foundational aspect of serving the student population for academic betterment.
Full-Time Faculty
Faculty who work within a community college, who have full-time contracts are
termed full-time faculty (Young, 2007). Similar to part-time, full-time faculty must meet
the minimum qualifications or have equivalent experience and training to be interviewed
for the position of study for which they apply (Zanartu, 2021). Qualifications are
established at the state level and the equivalency, if applicable for a candidate, is created
at the district level (Zanartu, 2021). However, unlike part-time faculty, once a full-time
faculty member is hired, they do not need to burden themselves with the arbitrary steps to
ensure that they are still considered for future coursework. Full-time faculty typically
serve a load approved by the college, which considers the lecture hour equivalent (LHE)
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per lecture or lab course offering. Full-time faculty have to meet the minimum LHE for a
full-time contract load, and anything past the minimum is considered overload. Even with
overload, faculty must not go above the allotted amount as deemed appropriate in their
contract from the college.
There are 1,100 public community colleges, and within those colleges, 56% are
full-time faculty and 44% are part-time faculty (Knapp et al., 2010). Though the statistics
show that there are vastly more part-time faculty than full-time faculty, many colleges see
added benefits in hiring full-time over part-time faculty. When looking at the total
number of full-time and part-time faculty, they account for one third of the faculty in
community colleges in the United States (Rifkin, 1998). Moreover, the number of fulltime and part-time faculty grew from 152,000 in 1973 to 254,000 in 1992, a 62% increase
(Cohen & Brawer, 2003). Full-time faculty provide significant benefits within the
college. They provide critical stability in the planning of curriculum and additional
availability outside of courses (Pilati, 2006).
Some colleges have implemented a non-tenure-track full-time faculty system so
students have the added benefit of being taught consistently by full-time faculty instead
of various adjuncts (Fogg, 2004; Pilati, 2006). Tenure track positions guarantee
permanent employment and faculty occupying these positions cannot be fired without
cause, whereas non-tenure-track faculty are evaluated on a yearly basis to determine
continual employment the following year (Pilati, 2006). However, many community
colleges do not have those budget availabilities to employ non-tenure-track full-time
faculty. It is likely that with the increase in part-time faculty, a student will be taught by
both full-time and part-time faculty during the educational journey toward their degree or
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certificate (Williams, 2013). Even with this disparity, Williams (2013) argued that to
create a successful institution, full-time and part-time faculty need to create a harmonious
community, working together to address their educational needs.
Full-time faculty have many roles and responsibilities that support students. They
have various instructional and professional activities in which they partake such as
curriculum management and activities, honor course involvement, holding office hours
for students, developing courses and programs, serving on committees, and community
college associations (Pilati, 2006). Also, they serve as the primary academic advisors for
students (Pilati, 2006). Full-time faculty are essential because they typically teach higher
level classes, whereas part-time faculty teach introductory courses (Rossol-Allison &
Beyers, 2011). Though part-time faculty are important to the successful running of a
college, Jaschik (2006) reported that graduation and completion rates were higher when
more full-time faculty were employed at the college, compared with lower graduation
and completion rates with fewer full-time faculty. Moreover, researchers found that fulltime faculty were more likely than part-time faculty to be (a) involved in curriculum,
teaching, and grants; (b) more autonomous; and (c) accountable with institutional
integrity (Center for Community College Student Engagement, 2014; Rifkin, 1998;
Young, 2007). Additionally, Hellman (1998) noted that full-time faculty were more
available outside of class time than part-time faculty especially in regard to academic
advising (Center for Community College Student Engagement, 2014). Figure 3 shows the
percentage of part-time and full-time faculty who view advising within their teaching
role. Faculty provide various roles and services for student success and are essential to
their undertaking of knowledge and learning within the community college system.
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Figure 3
Teaching Roles of Part-Time and Full-Time Faculty

Note. From Contingent Commitments: Bringing Part-Time Faculty Into Focus (A Special Report
From the Center for Community College Student Engagement), by Center for Community
College Student Engagement, 2014, p. 9, The University of Texas at Austin, Program in Higher
Education Leadership (https://www.ccsse.org/docs/ptf_special_report.pdf).

Part-Time Faculty
Community colleges employ adjunct faculty, also referred to as part-time,
temporary, or contingent faculty (Center for Community College Student Engagement,
2014; Zanartu, 2021). The terminology used for adjunct faculty can change from one
community college to another (Center for Community College Student Engagement,
2014). For the purpose of this study, part-time and adjunct are used interchangeably as
they are both referring to the capacity of a professor to teach less than the contract load of
a full-time faculty member or in a part-time contract capacity. Part-time faculty are
viewed as essential for the functioning of a community college, bringing specialized
knowledge and real-world experiences into the classroom environment (Young, 2007).
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Community colleges need adjuncts on a yearly basis to provide enough classes for
students (Zanartu, 2021). Adjunct faculty teach approximately 58% of community
college courses in the United States, teaching over half (53%) of enrolled students in
community colleges (JBL Associates, 2008). Furthermore, historically speaking adjunct
faculty are hired more frequently when enrollment increases; however, because of
fluctuation in funding, there is no sustainability of part-time faculty (Center for
Community College Student Engagement, 2014). Despite this, part-time faculty often
outnumber full-time faculty at most college campuses (Center for Community College
Student Engagement, 2014). Similar to full-time faculty, part-time faculty have to meet
the minimum qualifications or equivalent experience and training to be hired, following
the state and district guidelines for each teaching position (Zanartu, 2021). Part-time
faculty, similar to full-time faculty, teach various course offerings within their area of
study at a college institution. One of the main differences is that part-time faculty can
only teach a certain number of courses or LHE based on the determination of the college.
They are often not allowed to go above their predetermined course load or LHEs.
Additionally, for a part-time employee, course offerings are not guaranteed on a
semester or quarter system basis as there is no obligation beyond the current academic
term (Center for Community College Student Engagement, 2014). To remain and gain
seniority among other adjuncts, requiring course offerings to come to them first, every
semester or quarter system the adjunct has to reach out to the dean or department chair to
seek course offerings during that term (Zanartu, 2021). Deans and department chairs are
regularly planning which faculty will be filling which course offerings, but it is the
responsibility of the adjunct to remain actively registered on the faculty list to teach and
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keep in contact with the appropriate campus constituents (Zanartu, 2021). To meet the
needs of the student population each community college is serving, adjunct faculty pools
are often left open to continually gain additional applicants to enhance course offerings.
Given that adjuncts are over half of the faculty workforce within community colleges
serving more students, they are an essential component to supporting student success at
the college level. This increase can be observed over the years. From 1992 to 2003, there
was a 40.6% increase in adjunct faculty, to the mere 29.2% increase of full-time faculty
(Landrum, 2009). Moreover, between 2003 and 2009, there was a 10% increase of parttime faculty hiring compared to just 2% of full-time faculty (Knapp et al., 2010). These
numbers show how reliant community colleges are on the hiring of adjuncts who serve
over half of their student population (Center for Community College Student
Engagement, 2014).
Adjuncts critical contributions to colleges through teaching and learning support
the educational, social, and economic growth of the community (Roueche et al., 1995).
Similar to full-time faculty, data from the National Study of Postsecondary Faculty of
1999 (NSPF-99), Akroyd and Caison (2005) alluded that adjuncts and full-time faculty
were employed similarly by age, gender, race, and marital status. However, one
comparable difference with adjunct and full-time faculty is their teaching experience. In
Figure 4, new adjunct faculty with less than 5 years of teaching experience make up 37%
compared with the 13% for full-time faculty; however, on the opposite side of the
experience scale, 39% of adjuncts have 10 or more years of experience, compared with
65% of full-time faculty (Center for Community College Student Engagement, 2014).
Within the society of a community college, it would not be able to function without the
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support of adjunct faculty, even if their view of responsibility differs from full-time
faculty. Full-time faculty and part-time faculty have different responsibilities, but the
college would not be able to function without the support of adjunct faculty.
Figure 4
Years of Teaching Experience for Part-Time Faculty and Full-Time Faculty

Note. From Contingent Commitments: Bringing Part-Time Faculty Into Focus (A Special Report
From the Center for Community College Student Engagement), by Center for Community
College Student Engagement, 2014, p. 5, The University of Texas at Austin, Program in Higher
Education Leadership (https://www.ccsse.org/docs/ptf_special_report.pdf).

Department Chair
Department chairs play an essential role in community colleges, overseeing the
departments they serve. Department chairs are often defined by their abilities to lead in
an administrative manner within an academic unit of a higher education system and serve
as the primary constituent of that unit (Young, 2007). Before the establishment of the
department chair, curriculum and academic issues were being delegated to faculty to
resolve (Birnbaum & Edelson, 1989). It was not until the 19th century that enrollment
increased so dramatically that the position of department chair was created (Young,
2007). During the same time, faculty were beginning to group together according to their
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discipline or area of expertise, making the transition easier for department chairs to
oversee select groups of study, creating departmentalization (Hecht et al., 1999; Young,
2007).
Department chairs are typically elected by faculty within the division/s in which
they serve, often being re-elected or re-selected on a rotating basis with other faculty
members (Cohen, 1998; Hecht et al., 1999). However, Seagren et al. (1994) reported that
community college department chairs in the United States and Canada were elected in the
following manner: 51.8% were selected by administration, 29.5% were elected through a
combined method, 17.5% were elected by other faculty, and 1.1% became chairs in a
different way. Though the department chair selection process can be applied differently at
individual colleges, they department chair often oversees the department for their field of
study. However, within smaller community colleges and academic departments, they can
consist of multiple related academic disciplines rather than just one (Cohen & Brawer,
2003; Hecht et al., 1999). An example is a department chair teaching biology and
overseeing the STEM division. Nonetheless, the ability to create unison in the various
units of study is an essential role of department chair.
Department chairs are unique in their ability as they act as both a faculty and in an
administrative capacity (Gmelch & Miskin, 2004). Their particular role requires them to
pivot from curriculum development within their department and coordination of
departmental activities to being a hierarchical role model and addressing academic issues
(Booth, 1982; Gmelch & Miskin, 2004). Department chairs are expected to be competent
in budget information, grants, professional development, faculty load, and curriculum
advancement (Dressel et al., 1970). Similarly, Tucker (1981) agreed that class offerings,
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budget, faculty development, and student affairs, among many other criteria were to be
addressed by department chairs. Moreover, another author noted that department chair
duties included the previously aforementioned and evaluation processes, encourage and
maintain faculty morale, and recruit faculty (Hoyt & Spangler, 1979). Given the vast
number of responsibilities of department chairs, Seagren et al. (1994) found their task list
from various research studies to be similar in context. It is clear to see that with the robust
responsibilities and roles department chairs play within community colleges, they can
also be traced back and dated to supporting student success, from faculty development to
be implemented during teachings to grant knowledge and application in providing
additional resources for student achievement.
Community College Students
The California Community Colleges system serves over 2.1 million students
annually within its 116 community colleges (CCCCO, 2021). Understanding the vast
number of students served throughout the United States, within all community colleges
equates to millions of students annually. Community colleges, compared to their 4-year
university counterparts, has a vast and diverse student population and also serves students
closer to home with fewer expenses like room and board and tuition. The average annual
tuition and fees in 2018 at a community college was $3,479 compared to its counterpart
of a 4-year university, which reported them at $8,148 (Ginder et al., 2018).
These statistics leave colleges striving to provide and increase programs and
initiatives to support student retention and success in their educational goals and career
endeavors. Compared to their 4-year public college counterparts, community colleges
serve a higher percentage of female, low-income, and older students, and a lesser
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percentage of White students (Planty et al., 2008). Students 35 years of age or older make
up 35% of the student population and just 13% of the public 4-year college population. In
2008, the U.S. population of community college students was 60% White, with 17%
Hispanic/Latino, 14% African American, 7% American Indian/Alaska Native, and 1.2%
other populations (Planty et al., 2009). As community colleges expand and grow, so do
the educational initiatives to ensure that underrepresented and underserved populations
are included (McCabe, 2000).
To create expansive initiatives and opportunities for student success, funding is a
critical component, and is largely reliant on state and local revenue sources, which can be
dependent on enrollment (Smith, 2016). According to the Institute of Education Sciences:
National Center for Educational Statistics (McFarland et al., 2017), there was a reported
6.5 million people who attended 2-year institutions, with 38% being undergraduate
students. Furthermore, an important aspect that community colleges use to ensure their
enrollment, and thus their received funding, is by enacting an open-door policy which
encourages and accepts students to enroll without previous education, experience, or
references (McCabe, 2000) in oppositional contrast to their 4-year college counterparts.
Students are not turned away from enrolling, thus creating a diverse student population at
different levels of academic preparation.
Students enrolling in community colleges are from different backgrounds and
walks of life, yet many enroll in preparation to transfer to a 4-year university, earn a

(CCCCO, 2013b). With over 175 different disciplines of study in community colleges,
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the diversity of coursework provides limitless opportunities for educational growth and
advancement (CCCCO, 2013b).
With the vast amount of course offerings in a multitude of disciplines, community
colleges have evolved to educate all students and prepare them for personal and
professional growth (McCabe, 2000). During this process, community college presidents
play a pivotal role in advocating for students to ensure they are being met with accessible
programs and initiatives to support their learning and growth. As community colleges
continue to develop, so does the need for advocation of community college presidents in

when leading their organization.

Over the years, the California Community Colleges system has grown and now
serves over 2.1 million students annually within all 116 community colleges (CCCCO,
2021). Though in the initial creation community colleges were used to expand higher
education for public access, they are now the leading higher education system for college
enrollment in California (CCCCO, 2021). Provided that community colleges are closer to
home, less costly to attend, and less rigorous to apply and be accepted into, than their 4year counterparts, this flexibility provides a needed community service (McCabe, 2000).
Over 60% of the total California public college student population were attending
community colleges, making it the most sought-after higher education system statewide
(Smith, 2016). Given these unique dynamics, all 116 California community colleges have
a diverse student population and include students from different socioeconomic statuses
and different backgrounds. As the growth of students in community colleges continues,
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so does the advanced diversity of the community college system and the students they
serve.
The diversity of the community college system provides opportunities for
expansion of the diverse student population. Community college student populations
reflect the surrounding communities they serve, whose demographic makeup echoes the
diverse college enrollment (Baime & Baum, 2016; Trow, 2007). Over 67% of enrolled
students identify as individuals of diverse ethnic backgrounds (CCCCO, 2013b. The
growth potential of incoming and enrolled students has drastically changed the outcome
of the student population, in which initially White students were the majority (Drury,
2003). Over the last decade, the Hispanic/Latino population has increased from 29% in
2007-2008 to 44% in 2016-2017 (Baime & Baum, 2016; CCCCO, 2013b). In California,
the Hispanic/Latino population is now the majority of the higher education student
population (CCCCO, 2013b). According to Figure 5, the California Community Colleges

there has been an increase in the total amount of students enrolled throughout the state,
with over 2.3 million students (CCCCO, 2013b). Though some of the statistics show an
increase over the years in the female population of students, there are also decreases as
well in the African American/Black student population (CCCCO, 2013b). There has been
an increase of Asian, Hispanic/Latino, and multiracial student population, but a decrease
in African American/Black, Filipino, Pacific Islander, White, with the American
Indian/Alaska Native staying consistent at 0.4% (CCCCO, 2013b). As economic
fluctuation occurs in society, so does the enrollment and needs of the student population.
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Figure 5
Student Population of California Community Colleges Historical Trend

Note. From Annual/Term Student Count Report
2013 (https://datamart.cccco.edu/students/Student_Term_Annual_Count.aspx).

Community colleges serve a vast majority of students from different backgrounds
and also provide an array of programs to serve the needs of those students. According to
the CCCCO (2013

The California community-college system is the largest workforce

4). Credential programs and providing workforce development have
become more popular. AACC (2012) theorized that by 2018, two thirds of all jobs in
America would require workforce development workers to have a college degree and/or
certificate. Community colleges are viewed as the primary source driving economic
growth (AACC, 2012). By 2017, over 80% of firefighters, law enforcement officers, and
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emergency medical technicians in the state received their credentials from a California
community college (Community College League of California, 2017). Additionally, over
70% of nurses receive educational training from California community colleges, with
some transferring to 4-y
College League of California, 2017). California community colleges are meeting the
needs for social mobility and workforce development as they align with local business,
industry, education, and government partners (Baime & Baum, 2016). With this upward
mobility trend of receiving education from a community college, is are the needs of the
president to continue to meet the needs of the shifting student population. Throughout the
demographic changes of the student population, California community colleges have
demonstrated their adaptability to change through their creation of policies and
procedures over time (Altbach, 2002).
Achievement Gap of Underrepresented Students
For decades, community colleges have been working to raise student achievement
and close the achievement gap (Shockley, 2021). However, there are complex factors that
create and sustain the achievement gap in education. Some of these factors include, but
are not limited to, language, teaching quality, labeling, social influences (oppression,
marginalization, racism), student groups (students of color, veterans, etc.), and access to
resources (B. D. Baker et al., 2016; Darling-Hammond, 2004; Shockley, 2021). These
factors influence
gaps, a majority of instances occur with racial, ethnic, and social class (B. D. Baker et al.,
2016). Accordingly, 67% or one out of every five community college students in the
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United States attend a California community college and are students of color
(Community College League of California, 2021).
Given the diverse nature of community colleges and the student populations they
serve, achievement gaps are bound to occur if services are not put in place to ensure all

underrepresented in their needs and supports. According to Esposito and Normore
(2015), students from minority groups are underserved and underrepresented, which
include but are not limited to students of color, high-mobility students (including foster,
migrant, and homeless), ESL, students with disabilities, veterans, and low-income
students. Moreover, Feldman (1993) discovered that rates of retention were lower in parttime students, minority students, males, and students in the age group of 20-24. Bailey et
-income, immigrant, first-generation, and ethnic minority
eir student counterparts (p. 1).
Research has shown that economic and ethnic background influences predetermining
educational success of student populations (Pascarella & Terenzini, 2005). The various
backgrounds and student groups often overlap with lower socioeconomic background,
first generation, and minority status limiting the certainty of their achievement (Thayer,
2000). Examining some of the achievement gap factors, will support the research of
determining how to lessen and ultimately eliminate achievement gaps as a whole within
community colleges.
With achievement gap disparities comes the need for applicational institutional

implementation. Limited progress
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individuals, leading to significant additional research to be made (Santamaria &
Santamaria, 2015). Research contributions that make direct and explicit links that bridge
theory to practice and educational change results in improved understanding of the
feasible strategies, solutions, outlines, and plans that address these disparities within
higher education. Implementations within community colleges require acknowledging
this institutional need, which brings to light the recognition on or the lack thereof of
research that supports this framework in higher education, especially with the little
linkage between theories and practice in academe (Santamaria & Santamaria, 2015).
Mamiseishvili and Koch (2012) theorized that successful retention is dependent on the
student and the college they are attending, lending proof that presidents in education need
to remain diligent in their pursuit of leadership advancement and increase avenues
enabling access to those inadequately and underrepresented in higher education
(Santamaria & Santamaria, 2015).

. 8) are
creating the divide for student success. Students are the essence of a community college
and, as such, should be treated equitably based on their need for support. Bensimon

groups shows discrimination in postsec
This adherent issue of educational outcomes as a learning problem lies within its

college presidents. It should not be viewed as a learning problem through students but as
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a problem that lies within the institution itself and the individuals whose career inhabits
it, which governs their attitudes, beliefs, values, and actions (Bensimon, 2005).

application, they can change the thinking process and implementation of
underrepresented students and their outcomes through an equity lens. Through this
equity-

status at a community

college will change, and the outcomes of minorities will be a routine practice (Bensimon,
2005). The recognition, knowing, believing, and practicing of this will allow for a
ethnic, and racial groups
(McCombs, 2000). The U.S. Census Bureau (2019) presented differences in racial groups
academic achievement. African American/Black students have a high school graduation
e. Hispanic/Latino students

rate. White students have a 95.2% high school graduation rate and 42.9% earn a
Bureau, 2019). The statistics for White students are
substantially higher than those of African American/Black and Hispanic/Latino students.
These disparities within higher education constitute a concern for reducing underserved

The continued development and growth of understanding of the needs of various
student populations and groups supports the development of programs and institutional

growth in supporting students from every walk of life has evolved. There is a critical
need to address this gap because students who do not achieve academically, especially
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those who are disadvantaged, struggle to come to school regularly, resulting in
absenteeism (Lee, 2010). Furthermore, Olszewski-Kubilius et al. (2004) argued that the
most significant educational problem in the United States is the lagging achievement of
minority students, with no regard for the type of school system, but all relevant in the
achievement indicator (grades, tests, attendance); they do not achieve at the same levels
as nonminority students. However, many theories exist regarding best approaches for
improving student retention and success, especially with diverse community college
populations. The following sections describe some of the groups a community college
can serve.
Students of First-Generation Families
Of the community college student population, 10.8% were the first in their family
to go to college (Kena et al., 2016), classifying them as first-generation students. Firstgeneration students are more likely to come from lower income households, with little to
no understanding of navigating the community college system (Rossol-Allison &
Alleman Beyers, 2011; Thayer, 2000). Statistics are in favor of those who have parents at
home who have attended college. According to Ma and Baum (2016), if at least one

years, compared to if no parent had attended college, it drops by half, at only 8% of

Students Who Have Experienced Foster Care
An additional student group that is impacted by the achievement gap is foster
youth. Similar to first-generation students, foster youth students have not received
adequate guidance and support as they enter and navigate college. For the students who
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left the California foster-care system when they aged out and went to a California
community college, it was determined that student support was critical to their success at
the college (The RPgroup of California Community Colleges, 2008). Foster youth
students can be mildly or severely impacted by their experiences growing up, which
hinders the ability of retainment. However, Ford (2020) found that positive first day
experiences and being provided with student services were instrumental in their success.
Students Who Have Experienced Homelessness
Similar to foster youth, homeless students have limited support and guidance in
making decisions for enrolling and attending a community college. In 2014, 2.5% of the
public school student population was homeless (McFarland et al., 2017); however, these
statistics are harder to keep track of because students are not required to declare their
housing status (Au & Hyatt, 2017). Gupton (2017) found that homeless students did not
feel stigmatized when attending community colleges and that the accessibility,
affordability, and flexibility supported their determination for achieving educational goals
(Adame-Smith, 2016; Gupton, 2017). Additional services on campus, such as academic,
psychosocial, food, and mental health support encouraged and supported students during
difficult transitions.
Veteran Students
Another student group that benefits from additional resources and support are
veterans. According to Radford (2011), 4% of all 2007-2008 undergraduates across the
United States were military veterans. California community colleges waive all mandatory
fees for military veterans providing for a more accessible entry (California Department of
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veterans in assisting with accessibility to financial and educational goals and mental
health and food services (Arman, 2016). Veterans can suffer from post traumatic stress
disorder (PTSD) caused for serving in the military, and the various services offered on a
community college campus can ensure that their needs are being met, lowering the
achievement gap for veteran students.
Students With Disabilities
Another student group that needs additional services to help lower their
achievement gap are students with disabilities. According to Ankeny and Lehmann
(2011), Disabilities can vary, but if community colleges provide individual education
plans (IEPs), it provides a better successful outcome for students with disabilities (p.
287). Colleges that are able to help a student design their educational plan provides a
more successful pathway to follow. Gregg et al. (2016) found that a key to success in
retention is through mentorship and that, with support, students have better motivation.
State Initiatives to Improve Student Success
The Foundation for California Community Colleges (2021b) has created Student
Success Initiatives for a widespread reform effort led by the CCCCO to promote student
success and completion from creation to application. In early 2009, the foundation joined
philanthropic partners, an independent group of academic and administrative
practitioners, researchers, and educational policy leaders to support the launch of a 12month study of best practices in higher education systems throughout the nation creating
the California Community Colleges Student Success Task Force (Foundation for
California Community Colleges, 2021b). Recommendations were created for the Student
Success Initiatives to support the increased completion and transfer rates (Foundation for
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California Community Colleges, 2021b). In 2012, the recommendations were adopted by
the Board of Governors and have become guiding policies for the community college
system (Foundation for California Community Colleges, 2021b). The Foundation for
California Community Colleges has initiatives and operates student-success-aligned
projects to increase students who obtain certificates or degrees or transfer to a university.
California Guided Pathways Project
The Foundation for California Community Colleges has many initiatives which
speak to the representation of pursuit of student success. Guided pathways is a
multifaceted student-centered approach that increases student credential earnings and
closes equity gaps (Foundation for California Community Colleges, 2021a). Guided
pathways impacts college-wide results because it does not focus on a subset of students,
-based initiatives such as SSSP,
Equity, Basic Skills Transformation, the Strong Workforce Program, and California

The California Guided Pathway Project is designed to increase the total number of
students who earn a certificate or degree at a California community college (Foundation
for California Community Colleges, 2021a). This project is modeled after the AACC
Pathways Project and adapted to meet the needs of California community colleges to
support and guide students in illuminating quality learning and ensuring their supporting
educational pathways and completion goals (Foundation for California Community
Colleges, 2021a).
The project aims at helping California community colleges implement an
instruction-wide approach through the creation of structured educational pathways that
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support students from initial college entry to completion of certificates, degrees, or
transfers (Foundation for California Community Colleges, 2021a). Since its initial
beginnings in 2016, where a competitive application process ensued, 20 California
community colleges were originally selected to participate in guided pathways
(Foundation for California Community Colleges, 2021a). Community college teams
participated in six 2-day events that focused on the inception of required key elements to
fully implement the pathway model and service within the college, which was then
advised upon by expert coaches (Foundation for California Community Colleges, 2021a).
Through the initial inception, more and more colleges are introducing this project to

Moreover, in 2020 the Foundation for California Community Colleges expanded
the initiative to support a new phase of the Guided Pathway Project, called California
Guided Pathway Project 2.0 (Foundation for California Community Colleges, 2021a). In
partnership with the National Center for Inquiry & Improvement (NCII), the new phase
o guided pathways by ensuring
continued advancement and development of guided pathways at participating community
colleges and scaling the implementation of this program in new colleges (Foundation for
California Community Colleges, 2021a). Within the next few years, the California
Guided Pathway Project 2.0 will host events, college site visits, provide consultations,
office hours, and webinars to support the new 21 participating colleges (Foundation for
California Community Colleges, 2021a). The focus with the new group will remain the
same, to promote thinking and approaches with guided pathways design and
implementation, emphasize the promotion of equity, a college campus community, and
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support the financial stability and workforce experiences for students (Foundation for
California Community Colleges, 2021a). As the new chapter on Guided Pathways 2.0
begins to take shape, it will largely be the responsibility of the community college
president to vocally advocate for this program in serving the organization in meeting the
needs of this student-centered reform in creating educational pathway opportunities and
eliminating equity gaps.
Success Center for California Community Colleges
In 2014, the CCCCO and the Foundation for California Community Colleges
launched The Success Center for California Community Colleges which supported
statewide projects at community colleges to help improve completion rates and promote
student success (Foundation for California Community Colleges, 2021c). The Success
Center for California Community Colleges acts as the central hub for statewide efforts in

professional and policy development, and special projects were used to develop
successful and largescale, systemwide student reforms (Foundation for California
Community Colleges, 2021c).

Success as the standard for meeting the goals and commitments to ensure that students
are achieving their educational and career goals while also meeting statewide workforce
development needs (Foundation for California Community Colleges, 2021c). The
d

support this project provides to colleges is the ability to provide data-informed
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suggestions based on the student success efforts across the state, which are backed from
rigorous data and analysis (Foundation for California Community Colleges, 2021c) to

conduction is needed to provide detailed background information and data analysis on the
studied subject matter, another area this project is known for (Foundation for California
Community Colleges, 2021c).
There is frequent offering of professional development opportunities to encourage
development in ensuring the most effective implementation of the goals and
commitments per college (Foundation for California Community Colleges, 2021c). Some
of these opportunities are available for faculty and staff at colleges, providing them tools
for best practices, and opportunities to use teamwork for implementation of the goals and
commitments (Foundation for California Community Colleges, 2021c). Opportunities are
provided online and in person bringing together professionals from across the state to
share best practices for supporting student success and sharing these revelations during
statewide event sessions (Foundation for California Community Colleges, 2021c)
The project also utilizes connections with stakeholders like researchers,
policymakers, charitable organizations, and practitioners to build strong lasting
relationships that will benefit the community colleges and the students they serve

helps guide efforts on the policy, research, and professional development offered in the
project (Foundation for California Community Colleges, 2021c). Moreover, the policies
and research are stemmed from the implementation of student success reforms like the
guided pathways framework. Reforms can take the shape of identifying, providing, and
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managing state and national restructurings utilizing data-rich recommendations and

success (Foundation for California Community Colleges, 2021c).
Student Success Scorecard
In 2013, the CCCCO (2013c) launched the Student Success Scorecard, which was
an accountability framework recommended by the Student Success Task Force. This
performance measurement system tracks student outcomes at each college to help
establish an increase of transfer and degree and certificate attainment (CCCCO, 2013c).
The data represented show the student progress in areas such as remedial instruction, job
training programs, retention of students, and graduation and completion rates (College of
the Desert, n.d.). The data reports also indicate demographics like gender, age, and
ethnicity within various colleges, which helps identify achievement gaps per student
demographics at colleges (College of the Desert, n.d.). These overall demographics help

to occur.
The Student Success Scorecard is built upon an existing reporting system, the
Accountability Reporting for the Community Colleges (ARCC), but it provides a clearer
and more concise way of collecting and displaying data (College of the Desert, n.d.). The
scorecard was a critical step taken by the California Community Colleges Board of
Governors to help understand the statistics on student success at each college statewide
(CCCCO, 2013c). The actionable information will support colleges on understanding
steps they need to make to ensure student success programs are at the forefront of
ow colleges to compare
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their statistics to other colleges in hopes of collaborating to build student success support
programs. They provide colleges and communities with statistical tools which aim at
improving student outcomes (CCCCO, 2013c). Additionally, these data help focus the
Student Success and Support Program and related policies, which can be monitored
statewide and will also help colleges monitor the effectiveness of their student
populations as they are implemented across the state (College of the Desert, n.d.). The
data generated from this reporting system are substantial in supporting community
colleges in understanding the evolving needs of the student population and how best to
support them moving forward with student success initiatives and programs.
The Board of Trustees
Even with the devoted power of presidents, they would not have been in their role
if it not for the board of trustees. During the early years, the board of trustees and the
president led the entire organization and addressed and responded to external challenges
such as changing industries, technical changes, and most importantly, the changes to the
diverse student population (Birnbaum & Edelson, 1989). As the transitions from few
junior colleges to many junior colleges began to arise, the board of trustees began giving

college (Fisher, 1984). Later on, community colleges were run by presidents and a small
number of support administration and faculty, with the board of trustees overseeing full
authority (Birnbaum & Edelson, 1989; Toner, 2016).
The board of trustees is responsible for the hiring of the community college
president, who serves as the CEO for the college (Vaughan, 1986). When selecting a
candidate for a presidential position, the board of trustees takes into account many
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characteristics, but an important aspect to consider is that the president must be willing to
take on the position in its entirety (Vaughan, 1986). Even with the selection of a
-to-day operations, but still maintains
legal and fiscal accountability (Bolton, 2016). When the president is chosen, their power
was proxied from the board and the president is making decisions on behalf of the board
of trustees (Bolton, 2016). The board of trustees ensures that the president is accountable
for making decisions and contributing to community involvement as part of their
responsibilities (Corrigan, 2002; Faust & Howland, 2013; Lasher & Cook, 1996).
The History of the Community College President
Sullivan (2001) conducted a critical examination of the history of the community

in which they examined leadership styles of four groups/generations of community
college presidents. Though the research was relevant to leadership styles of community

(2001) found that the presidents, originally dating back to the inception of the community

(2016) found that higher education in America was originally available for exclusive
members, who often fit into the classification of young wealthy, privileged, White males,
who most often studied religion or aspired to be a clergyman. According to Kauffman,
ard University, the oldest university in the U.S., graduated about 70% clergymen in

(n.p.). Cook (2012) examined a 25-year-old study on college presidents finding that
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typical college leader was a white male in his 50s. He was married with children.
Protestant, held a doctorate in education, and had served in his current position for six

The historical way that presidents have come into their current roles is highlighted

which presidents came into their position. The first was the most traditional pathways,
through career advancement from being a faculty member to becoming a dean or vice
president and then the president (Pope & Miller, 2005). The second pathway was a career
transition from outside the education field, entering as a business owner, leader, or
politician (Pope & Miller, 2005). The third and final pathway was from those who
entered into the presidency from the K-12 school system, often coming from being a
district superintendent (Pope & Miller, 2005). Hughes (2015) highlighted that the
traditional pathway provided presidents who had the most understanding of educational
governance and autonomy, compared to the second and third pathways. Amey et al.
(2002) also found that presidents who had prior experience in higher education were
better leaders because they possessed the knowledge, skills, and preparation to navigate
their higher education institution. Moreover, their prior higher education experience,
coupled with a degree in community college leadership or administration (Amey et al.,
2002; Duree, 2008), made them more likely to create an environment of respect, trust,
understanding, harmony, and balance (Akiri, 2013). According to McFarlin et al. (1999),
presidents determined that their degree directly contributed to their successful role as
community college president.
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The demographics of community college presidents were often mirrored by the
student population (Bartels, 2017). Later on, Sullivan (2001) found that though presidents
continued to mainly be White males, the number of women and people of color were
increasing. As the community college president is similarly mirrored to how the student
population was years ago, because of the diverse nature of the student population now,
many community college presidents are reflected in this. Current presidents were more
likely to represent greater diversity and in some instances were the first in their family to
obtain an education (Amey et al., 2002). According to the CCCCO (2020), fall 2020
demographic data for educational administrators in California, which includes presidents,
indicate that African American female administrators make up 11.95% and males make
up 11%, American Indian/Alaskan Native females make up 0.89% and males make up
0.69%, Asian females make up 9.92% and males 8.03%, Hispanic females make up
21.30% and males make up 21.01%, Pacific Islander females make up 0.33% and males
make up 0.40%, White non-Hispanic females make up 44.55% and males make up
48.96%, multiethnicity females make up 1.46% and males make up 0.89%, and unknown
females make up 9.59% and males make up 9.02 %. There are also administrators who
choose to identify as nonbinary, with Asian individuals who make up 25% and unknown
make up 75%.
The advancement of society provided advanced training and better preparation
programs for current presidents (Thompson et al., 2012). These opportunities provided
more knowledge in the advocation on behalf of traditionally marginalized and poorly
served students, contrasting the long-stemmed hierarchies of the systems creating new
paradigm shifts.
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The Role of the Community College President
The role of higher education presidents has evolved over the years as community
colleges have expanded and their responsibilities have shifted. The evolvement of a
president from makeshift architype to main leader of the campus has been a transition
since the first junior college was created in 1901 (Drury, 2003). As authority began to
shift and more responsibility was provided to presidents, they began to hold a title similar
to that of a middle manager, developing relationships with faculty and addressing
disputes as well as providing necessary funding, enrolling students, and providing
supervision of the entire college campus (Birnbaum & Edelson, 1989). As society
evolves so do the developing roles and responsibilities of a community college president.

does, creating a framework to provide the utmost leadership to oversee the college and
those it serves. Since 1901, when the first junior college was established, presidential
roles have shifted dramatically as the needs of the organization and the population it
serves have also enlarged.
The leadership characteristics of community college presidents have evolved over
time. Today, colleges and universities are multifaceted organizations faced with
numerous complex challenges (Teague, 2015). As the largest segment of higher
education in California, the community college continues to be the primary pipeline to
the university for many students, the majority of which are women and minorities
(CCCCO, 2021). Birnbaum and Edelson (1989) emphasized the vitality of the president
and the significant impact the president makes throughout the whole college. Presidents
were perceived as hard-driving, knowledgeable, and decisive executives, leaving a great
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legacy at their college or university (Birnbaum & Edelson, 1989; Fisher, 1984). The
presidents influenced many strategic decisions within their colleges, making them
critically important to the long-term performance of the college. Presidents were
responsible for coordinating activities and symbolizing and embodying the institutional
purpose, mission, and values (Birnbaum & Edelson, 1989). Because presidents are
responsible for institutional outcomes and visible and prominent during ceremonies and
activities, they are often perceived as the face of their college (Birnbaum & Edelson,
1989).
Presidents maintained the capability of undertaking the roles and responsibilities
of the institution and their involvement in campaigns and fundraising (Cook, 2012;
.
with foundations to ensure that student success programs are provided to support them
academically (Eldredge, 1999). Essex and Ansbach (1993) stated that the position the
president plays in higher education creates the greatest impact on the success of the

cultivating successful relationships to working with outside donors. It is estimated that

(Satterwhite & Cedja, 2005). Given the availability of a president to delegate roles and
responsibilities, and over half of their time being spent on outside contributors of to the
college, little time is being utilized to support the here and now for student success within
their own college. With that being said, the AACC developed a list of leadership
competen
resource management, communication, collaboration, advocacy, professionalism,
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, p. 77). The
utilization of these qualities can in turn be used to help develop relationships with those
who can fund and support student initiatives on campus.
Additionally, a college president needs to understand the nature of higher
education, the culture of the individual institution, and the skills to interact with internal
and external individuals (Birnbaum & Edelson, 1989). As occupying the most influential
position within the college, the president sets the tone for the campus and everyone they
serves from administration, classified staff, community partners, faculty, and students, so
it is essential that they are adept at communicating authentically as a leader (Birnbaum &
Edelson, 1989; McMurray, 2010). Moreover, Vaughan (1986), a seminal researcher of
community college presidents, indicated that the three most important roles of the
president are (a) managing the institution, (b) creating the campus climate, and
(c) interpreting and communicating the mission of the college. Though the need is
evident for the talents and abilities a president needs to hold in their position, these will

Despite these challenges, presidents are still tasked with creating and maintaining a
positive culture of respect that is infused within the organization itself (Benzel & Hoover,
2015). Edelson (1989) argued that various studies explore leadership of businesses,
military branches, or governmental agencies, but little to no attention has been provided
to higher education.
Consequently, little discussion has surrounded the importance of the role that the
community college presidents play on campus. As the main leader and administrator on
campus, the president is responsible for the organization, yet there is little information
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about the way they lead through conversation (Cooney, 2016; McMurray, 2010)
particularly with CQ at the forefront. Presidents play a multifaceted role in the
sion,
team operations, and multidimensional stakeholders (Satterwhite & Cedja, 2005). With
their talents and abilities, they are constantly evolving to meet the increasingly diverse
university environment. Their multifaceted role in operational and academic measures
can be complex and coordinating them within their traditional duties will only increase in
importance as they are providing overall guidance for the university (Satterwhite &
Cedja, 2005; Weingartner, 1996). Often this comes with the price of tempering their own
ideas and goals to do what is best for the university with available resources (Willmer,
1993). The various roles and responsibilities they carry are often with the student focus at
the forefront. Communicating with outside partners, maintaining a budget, and ensuring
that programs and policies are being put in place to support all students on campus,
especially those who are traditionally marginalized and viewed as underserved and

ability to effectively lead the team within the organization they serve (Corrigan, 2002).

purpose, is to provide higher educational learning and opportunities to create a more
cohesive personal and professional pathway for students. Continued understanding of
presidents and the role they play in providing opportunities for students lies within the
ability to arbitrarily advance the evolving needs of the student population. Given that
Faust (2010) reported that over 55% of people in the United States believed that higher
education was unquestionably essential to the global impact of the United States,
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presidents play a key role in creating opportunities for students. Yukl (2012) poignantly

to the performance of the higher education domain (Bryman, 1992; McPhail et al., 2008).
Bryman (1992) noted the lack of research on effective leadership in the higher education
environment. Leadership, through engaging in CQ practices, ensures that college leaders
explore, interpret, and subsequently understand
Dios, 2016). Presidents are the senior most
individual at the college and, because of their influence, have the ability to create
organizational change within their community college environment.
Theoretical Foundations
There are numerous theoretical foundations, which are critical to the evolution
and understanding of CQ. The following are a few theories of intelligence that include
some seminal theories that support the ending foundation of CQ.
Theories of Intelligence
There are numerous theories of intelligence, stemming from theoretical
foundations that provide a supportive basis of understanding for the CQ framework.
Intelligence Theory
For centuries, researchers have tried to identify, measure, and define intelligence
(Plucker & Shelton, 2015; Sternberg, 2000). Nevertheless, intelligence is often referred to

2019). Initial research focused on finding common factors of intelligences, but remained
limited to the e
It was often thought that intelligence was only exhibited in academia, but researchers
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Dillon, 2019). Moreover, intelligence
information and apply it like a life task (Northouse, 2016).
Intelligence was then met with the correction of intelligence quotient (IQ) testing.
Research identified a positive correlation between leaders and high IQ assessment results
with a solid verbal, perceptual, and reasoning abilities (Northouse, 2016). However,
while intelligence theorists conducted studies with an IQ basis, they did not consider that
environment influences intelligence (Urbina & Dillon, 2019), which impacts the
The evolution of intelligence theory and the defining
characteristics of it have evolved over time to recognize the relationship between the
individual and their culture, which is foundational in current understanding of CQ (Earley
& Ang, 2003; Liao & Thomas, 2020). However important intelligence theory is, there is a
lack of intercultural context in which CQ is foundationally rooted.
Multiple Intelligence Theory
The multiple intelligence (MI) theory, coined and developed by Howard Gardner
in 1983, was created with the theory in mind that people have multiple intelligences
where they can learn about them and excel in some of the areas (Gardner, 2006; Sharifi,
2008). Gardner conceptualized that as a human, all people have the ability to function at
various levels within the areas, naming those areas intelligences (Glenn, 2010). Gardner

capabilities can create potential for the good of all people. His belief stemmed from the
e based on an IQ test, and
that the mind was built to conceptualize the world through various intelligences. Gardner
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create meaning in various ways (Glenn, 2010), which could be impacted by culture
(Sharifi, 2008). It is through this belief that Gardner (1999) began to investigate the

and application.
red research to develop criteria for
identifying multiple intelligences. The eight criteria he created are as follows:
1. Potential isolation by brain damage. 2. The existence of idiot savants,
prodigies, and other exceptional individuals with jagged cognitive profiles. 3. An
identifiable core operation or set of operations. 4. A distinctive developmental
trajectory, culminating in expert performances. 5. An evolutionary history and
evolutionary plausibility. 6. Support from experimental psychological tasks.
7. Evidence from psychometric findings. 8. Susceptibility to encoding in a symbol
system. (Gardner, 1983, pp. 62-69)
After the creation of these eight identifying signs to signify intelligence, Gardner began
to investigate students at various developmental stages and environments (Glenn, 2010).
During this time, he rationalized that education should consider the whole person and not
just the facets of where that person appears to be developmentally.
Through his work, Gardner comprised a list of seven original and primary
intelligences he believed were within each person but at varying levels of strength
(Glenn, 2010).

seven

(p. 105),

2. Bodily/Kinesthetic (p. 217), 3. Visual/Spatial (p. 179), 4. Interpersonal (p. 251),
5. Intrapersonal (p. 271), 6. Verbal/Linguistic (p. 77),
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7. Logical/Mathematical

(p. 135). Additionally, in 1988
. 40). The nine intelligences defined
are
1. Musical intelligence involves skill in the performance, composition, and
appreciation of musical patterns. It encompasses the capacity to recognize and
compose musical pitches, tones, and rhythms.
2. Bodilyor parts of the body to solve problems. It is the ability to use mental abilities
to coordinate bodily movements.
3. Spatial intelligence involves the potential to recognize and use the patterns of
wide space and more confined areas.
4. Interpersonal intelligence is concerned with the capacity to understand the
intentions, motivations and desires of other people. It allows people to work
effectively with others.
5. Intrapersonal intelligence entails the capacity to understand oneself, to

6. Linguistic intelligence involves sensitivity to spoken and written language, the
ability to learn languages, and the capacity to use language to accomplish
certain goals. This intelligence includes the ability to effectively use language
to express oneself rhetorically or poetically; and language as a means to
remember information.

75

7. Logical-mathematical intelligence consists of the capacity to analyze
problems logically, carry out mathematical operations, and investigate issues
scientifically.
8. Naturalist intelligence enables the person to identify the natural phenomena,
categorize them, and to satisfy his curiosity about the natural phenomena by
observing nature and testing and to reach understanding of the relationships of
natural phenomena.
9. Existential intelligence is consisted of sensitivity and talent for getting
involved with deep question about the existence of human, such as the
meaning of life, the concept of death and the appearance of human being in
life and the reason for existence. (Gardner, 1999, pp. 41-43)
Without the work of Gardner (1983), the intellectual capability of understanding
would be less explored, and educational institutions would not be able to adapt teaching
methods and modalities, given the research and information provided about the different
learning capacities of students. Gardner wanted to ensure that educators understood the
importance that learning is not only derived through cognitive ability, but that all
intelligences play a role in the learning process (Sharifi, 2008). He argued that the use of
different teaching strategies and allowing students to process information in their own
context would provide the best suitable learning experience (Gardner, 2004). He then
recommends having students maximize their intellectual capability toward their
educational goals by having educators guide them (Gardner, 2004). Gardner recognized
that for students to learn, educators need to adapt their teaching so the student is able to
learn, remember, and perform in their strongest intelligences (Gardner & Hatch, 1989).

76

However, the concern for uniformity within the school system created less room for
intellectual capacity and more rigid centralized teaching to take shape, leaving
educational functioning at a minimum (Gardner, 1992).
Within each person is the capacity to learn and excel in multiple intelligences, if
educators can determine and harness the strongest intelligences and enhance those
abilities within each person, they would learn better (Adcock, 2014). Smith (2016)
a fundamental and foundational change needed during the
time of its creation. However, MI theory does not contain the ability of an intelligence
related to appropriate cultural interactions and to utilize a multicultural perspective in
different settings and circumstances. This theory looks at individual success and not the
application to impact those within a larger context, especially with people of different
cultural backgrounds and within different cultural situations.
Emotional Intelligence Theory

intents of other people or the personal intelligence (Gardner, 1983), leading Daniel
Goleman to argue for the importance of emotional intelligence or EI (Assanova &
McGuire, 2009). EI is built on the premise of similar belief from Gardner, which is a
combination of intelligence and emotion (Ciarrochi et al., 2000; Mayer & Salovey, 1997;
R. D. Roberts et al., 2001)
Though MIT and EI are similar in nature, the neurophysiology of EI indicates that
even if someone has a high cognitive functioning brain, their emotional and social
functions could be limited (Bar-On et al., 2003; Cherniss et al., 2006; Cohen, 1995;
Waterhouse, 2006). The ability to have empathy, read facial cues, and understand the
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perceptions of others is a critical component to being emotionally intelligent. However,
whe
others may think, feel, or intend (McDonald & Flanagan, 2004). The recent studies have
shown that not only intelligence and cognitive talents but also emotional characteristics
(especially EI) and social skills have a fundamental role in organizing the learning
process (Klenowski, 2002). Goleman (1997) claimed that EI is a fundamental variable
that differentiates regular from exceptional leaders.
Research has indicated that wiring in the brain between thinking and emotions can

(1997) indicated the critical importance of EI within the educational setting. The ability
emotions and manage those of others is essential when working
with students (Goleman, 1997). Ideally, as Goleman stressed, one must learn the skills of
being emotional competent to be successful in executing the skills of emotional
competency. Also, he expressed that educators would be wise to recognize the
importance of EI in higher education, which will help improve the economy and society
as a whole (Goleman, 1997).
With continued research, Goleman (1997) published several books and many
articles stress
importance of EI, creating a framework that highlights the core elements and abilities of
an emotionally intelligent person. The core elements were (a) Self-awareness, (b) Selfregulation, (c) Motivation, (d) Empathy, and (e) Social skills (Assanova & McGuire,
2009; Goleman, 1995). The following is how Goleman (1995) described these
characteristics within the five areas of the framework:
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1. Self-Awareness: People with high emotional intelligence are usually very self-

their feelings rule them. They are confident because they trust their intuition
take
an honest look at themselves. Many people believe that this self-awareness is
the most important part of emotional intelligence.
2. Self-Regulation: This is the ability to control emotions and impulses. People
who self-

mselves to become too angry or

they act. Characteristics of self-regulation are thoughtfulness, comfort with

3. Motivation: People with a high degree of emotional intelligence are usually
motivated. They are willing to defer immediate results for long-term success.

they do.
4. Empathy: This is perhaps the second-most important element of emotional
intelligence. Empathy is the ability to identify with and understand the wants,
needs, and viewpoints of those around you. People with empathy are good at
recognizing the feelings of others, even when those feelings may not be
obvious. As a result, empathetic people are usually excellent at managing
relationships, listening, and relating to others. They avoid stereotyping and
judging too quickly, and they live their lives in a very open, honest way.
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5. Social Skills: It is usually easy to talk to and like people with good social
skills, another sign of high emotional intelligence. Those with strong social
skills are typically team players. Rather than focus on their own success first,
they help others develop and shine. They can manage disputes, are excellent
communicators, and are masters at building and maintaining relationships.
(pp. 43-49)
Understandably, given that EI focuses on the intention, drive, and wants of others,
it remains of critical importance to implement, especially within the context of higher
education, where minds are being shaped. However, even though EI, unlike MI, does
involve the underpinnings of engagements with others, there is still the lack thereof of
CQ during engagements and interactions with others. EI takes the ability of a person to
understand what they may think, feel, or intend (McDonald & Flanagan, 2004), but when
CQ is not considered or implemented within the context of the person or situation,
optimal interactions do not ensue.
Applied Critical Leadership Framework
The ACL framework (Santamaria et al., 2015) constitutes the complementary
linking of three theories. ACL is based on culturally responsive leadership with
underpinnings to social justice and educational equity utilizing transformative leadership,
critical multiculturalism, and critical race theory (Ladson-Billings, 2009; May & Sleeter,

strengthen the impacted system of higher education by collaborating to address moral and
ethical dilemmas. The combination of leadership to extend for social justice and
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educational equity within these three theories is supportive of the response to provide
more access, equity and improvement in education (Santamaria et al., 2015).
The first theory within the framework, transformative leadership, is a more
unilateral approach to addressing educational inequities through an initial deconstruction
of issues and then reconstruction (Santamaria et al., 2015). Shields (2010) monopolized
on equity and social justice issues within education using the power of transformative
leadership. Transformative leadership is more than the ability to address external factors
within the educational system. It also considers self-reflection on learning changes in
seeing oneself and their world (Brown, 2004) and being self-reflective and buoyant in
their continued growth and development. Shields (2010) has taken the work of Freire

566). It was not until additional development of research from Burns (1978) and Foster
(1986) that allowed for a deeper broadening of the relational differences between
transformative and the two similar terms. Transformative leadership starts with
questioning justice and democracy and evaluates inequity practices with offers of
contention for inclusivity and socially just learning environments through educational
leadership (Shields, 2010).
The second theory within the framework, critical multiculturism, combines

theoretical threads (May & Sleeter, 2010, p. 10). Modern-day multiculturalism in higher
education appeared during the 1960s and 1970s (Vavrus, 2010); during the uprising of
civil rights in the United States, it was congruent to expelling racism with marginalized

81

and oppressed groups. The critical multiculturism has since erupted in the initial days of
the uprising, and The National Council for the Accreditation of Teacher Education
(NCATE) has utilized research to indicate their supportive nature, expectations, and
parameters for multicultural applications in higher education, yet they are bleak in the
retrospective approaches in identifying cultural representations and struggles. May and

essentialize and depoliticize culture treating culture as a thing, while at the same time
ignoring the wider social and political context
The third theory within the framework, critical race theory (CRT) had its origins
within legal studies but has since become widespread in education (Ladson-Billings &
Tate, 2006). Though this is dominantly a U.S. addressed issue, research is taking place
within the British context to dispel the problems identified with multicultural education
and critical race theory (Ladson-Billings & Tate, 2006). CRT is often utilized when
looking at multiple perspectives regarding the equitable treatment of underserved and
underrepresented students with specificity to the underlying problems not being met by
constituents in the institution. Moreover, this lens, which incorporates race, racism, and
antiracism, is all but lost in most educational institutions, where the foundation of it lies

perspective of White privilege and property rights, which lead back to the initial context
of legal studies. The misalignment of this theory to action continues to define life chances
(Ladson-Billings, 2009) for opportunists by attending higher educational institutions,
only to be let down by the inadequacy to address issues contextualized within CRT.
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Transformative leadership, critical multiculturalism, and CRT (May & Sleeter,
2010; Ladson-Billings, 2009; Shields, 2010) configured into the ACL framework are
important, but these theories do not take the same contextual viewpoint of culture and CQ
that the CQ framework does. There are essential components found within CQ, not found
within this framework that need to be examined for practices in the breadth work of
serving students within a higher education system.
-Loci of Intelligence
-loci of intelligence research suggested that through exposure

Sternberg & Wagner, 1993). Intelligences have always correlated to educational settings,
but Sternberg and Detterman (1979) theorized that intelligences go beyond that of
academic intelligence (Sternberg, 1997; Sternberg & Wagner, 1993). Sternberg stated,
lligence is consisted of thinking and learning skills which are used in solving
education issues and life problems (Aiken, 1985, p. 219). The intelligences go beyond the
on
throughout their lifetime. Sternberg and Detterman (1979) integrated the four
intelligences into a complimentary base: cognitive, metacognitive, motivational, and
behavioral. They proposed that these were the different intelligences within each person
(Sternberg & Detterman, 1979). Though all intelligences resided within the person, the
cognitive, metacognitive, and motivational were internally within their head and the
behavior was an external action (Ang et al., 2007).
ltidimensional construct demonstrates that
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for the knowledge construct as a whole. Metacognitive intelligence was the ability to
control cognition, through the use of how people acquire and understandably process
information (Sternberg, 1986). Motivational intelligence is the use of direct energy
towards a certain task, understanding the relational capability to everyday resolvable
issues (Ceci, 1996). Behavioral intelligences

CQ theory is built from the integrational work of Sternberg and Detterman
(1979). The continued advancement of intelligences led to the conceptualization of the

relevant functioning within cross-culturally diverse situations.
Transformational Leadership
The first introduction of transformational leadership was coined by James
MacGregor Burns (1978) and was referred to as transforming leadership. Burns initially
believed transforming leadership was beneficial to political leaders, but now it is used in
organizational psychology too

was that

leaders are not born or made, but that they evolve from motivation, values, and goals
(Stewart, 2006). Additional authors expanded the work of Burns, with Bernard M. Bass
who developed new ways to identify successful and effective leaders (Bass, 1985;
Stewart, 2006). From the view of transforming leadership came transformational
leadership. Bass (1985) provided additional work to the lens of transformational

The term transformational leadership has expanded from the original coinage of
transforming and transactional, but its critical difference is that transformational
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leadership strives for cultural change within the organization (Burns, 1978).
Transformational leadership consisted of four components (a) idealized influence,
(b) inspirational motivation, (c) intellectual stimulation, and (d) individual consideration

in school settings, considering the effectiveness in supporting leaders with implementing
new standards, changing school culture, and breaking norms (Hollowell, 2019).
Moreover, research indicates that those who exhibit transformational leadership skills
have been associated with leading multicultural environments (Keung & RockinsonSzapkiw, 2013). Those who exhibit these skills show a positive relationship between
understanding, cultural influences and transformational leadership (Keung & RockinsonSzapkiw, 2013).
Cultural Intelligence (CQ)
The concept of CQ was developed by Earley and Ang (2003), and derived from
the theories of intelligence created by Sternberg (1986). Through the development of
ized that there were

and function efficiently within culturally diverse settings with people of different races,
ethnicities, and nationalities (Ang et al., 2007). The
by Sternberg (1986) allowed for the conceptional definitions of them to be adjusted by
Early and Ang (2003) to fit the relational need of CQ. Each of the four dimensions
cognitive, metacognitive, motivational, and behavioral

are all facets used to understand

the functioning capability to manage oneself effectively within culturally diverse settings
(Earley & Ang, 2003). Each dimension is relational to the collected concept of CQ, with
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each dimension theorizing the overall meaning of CQ (Earley & Ang, 2003; Law et al.,
2004).
CQ is a multidimensional construct that is a specific form of intelligence, which
focuses on intercultural settings and on the abilities to understand, make sense of, and
behave appropriately within culturally diverse situations (Ang et al., 2007). Early
research viewed intelligence as a narrow ability to solve issues within academic settings,
but current understanding displays that intelligence is also found outside the classroom
(Sternberg & Detterman, 1979).
There has been little research that focuses on aspects which could improve
intercultural encounters (Gelfand et al., 2007). Given that intelligences are conceived
differently in various cultures (Berry, 1984; Serpell, 2000; Sternberg & Kaufman, 1998;
Wober, 1974), it is important that conceptions of intelligences are evaluated with
different cultures in mind (Ang et al., 2007). Although the relationship of CQ has been
established in business settings it is unclear whether or not such a relationship exists in a
higher education setting (Greenockle, 2010). Given the millions of people community
colleges serve annually, it is critically important to review how CQ can impact those
within other settings, beyond businesses and educational classrooms. Community

are in charge of educating the community in preparing them for employment or more
advanced educational opportunities (AACC, 2012), it is critical to have a president who
understands the essence of CQ. Community college presidents often engage with students
in many settings beyond the classroom, establishing rapport with the mission of engaging
with students in a culturally intelligent manner.
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CQ encompasses more than the ability to appropriately engage with others of
different cultures. CQ is established capabilities rather than preconceived ideas of
behaving (Mayer et al., 2000), quite often emotionally transcribed through historically
symbolic cues within each culture (Fitch, 1998). A critical component of CQ is the ability

ability to accompany a situation with leadership through CQ represents the entirety of an
essential role through engagement improvement (Chevalier, 2006). Moreover, as Snyder
(1999) and Kaiser et al. (2012) poignantly stated, leadership in the form of reflective
ability to be well-informed in using strategic techniques leads to skillful influencing and
successful improvement of engagement. Effective leadership is substantially impactful
when utilizing interpersonal approaches, focusing on the impact of engagement and the
strategic application of whole center approaches, looking toward the end accomplishment
(Kaiser et al., 2012). Vijayaragavan (2008) argued that influential leadership is high
performing, which leads a key role in forming, changing, and modeling the interactions
with other individuals and having the ability to support in the modification of oth
preconceived notions, behaviors, and engagements.
CQ is at the epicenter of successful leadership and intercultural communication.
Research has proven the intercultural effectiveness outcomes with CQ in various
environments, even the educational setting, but not with the application of a community
college president who oversees the entirety of a college and has the ability to shape and
mold the experiences and lives of the students. The value of identifying a culturally
diverse situation makes CQ unique because it is not culture specific. The malleability of
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CQ can be enhanced through experience, education, and training to create a more solid
state-like mindset that evolves over time with cultural changes (Van Dyne et al., 2019).
The Four-Dimensional Cultural Intelligence Model
The four-dimensional CQ model utilized by Ang et al. (2007) is categorized by
four distinct dimensions (see Figure 6). Each of the four dimensions is characterized by
its own primary focus of functionality and manageability of a person during crossculturally diverse situations or settings where differences in race, ethnicity, and
nationality may ensue (Ang et al., 2007).
Figure 6
Ang et al. Four-Dimensional Cultural Intelligence Framework Model

Cognitive

Metacognitive

Motivational

Behavioral

Note. Adapted f

ultural Intelligence: Its Measurement and Effects on Cultural Judgment

Management and Organization Review, 3(3), (https://psycnet.apa.org/doi/10.1111/j.17408784.2007.00082.x).

Cognitive. Cognitive is the first dimension within the CQ framework that is
similar to metacognitive CQ. Metacognitive CQ focuses on the higher mindset cognitive
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(Ang et al., 2007, p. 338). When considering cognitive knowledge, a person with highfunctioning capacity considers how financial, legal, and social structures of diverse
cultures and subcultures (Triandis, 1994) can impact appropriate behavior within a crosscultural situation (Ang et al., 2007).
People who understand the cultural adaptation during diverse situations can
include the retaining and adjustment from knowledge of basic foundational cultural
values (Hofstede, 2001). They also understand nuances of similar and different
proportions across various cultures (Brislin et al., 2006). The general knowledge of
cultural structures and cultural differences (Van Dyne et al., 2012) helps the mental
ability in specific types of settings (Hunter & Schmidt, 2000). Individuals high in
cognitive CQ often have general cultural-specific knowledge which supports them in
understanding various cultures they may encounter in specifical settings and how to
appropriately function and behave (Van Dyne et al., 2012). Moreover, these knowledge
structures help high cognitive CQ people in understanding the cultural environment, the
system shape and appropriate behavioral/interactional patterns, and why behaviors and
interactions can vary in different cultural environments (Ang & Van Dyne, 2008). It is
critical to recognize the important and specific character traits observed in different
cultural contexts and how they play into the ability to make wide-ranging judgments and
decision-making in culturally diverse situations (Ang et al., 2007).
Metacognitive. Metacognitive is the second dimension within the CQ framework
and reflects the need to mentally process the gaining and understanding of cultural
information (Flavell, 1979), which often is in the form of regulating thought processes
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).
They have the ability to inquire about cultural expectations and alter their mental mindset

strengths also lay within preparing, observing, and modifying their mental mindset to
consider the culture of various groups of people (Ang et al., 2007).
Given that metacognitive CQ is a higher order mindset skill, people who
understand and apply this often anticipate cultural preferences of others and make mental
adjustments because they are aware of the potential interpreting behaviors of themselves
(Triandis, 2006). By acknowledging and moving beyond cultural stereotypes, people high
in metacognitive CQ will incorporate individual characteristics, like diversity and
behavioral variability with time and context, to provide a culturally intelligent higher
thinking decision (Ang et al., 2007). High metacognitive CQ people understand when and
how to apply their cultural knowledge and are not reliant upon typical cultural knowledge
but choose from their vast knowledge of cultural structures, depending on those they are
interacting and engaging with and the context of the environment (Ang et al., 2007).
They are also keen on knowing when to cease judgment of stereotypical norms of a
culture and further explore for additional signals (Triandis, 2006). Moreover, this
individual has a more acute understanding of their expected role and behavior in crosscultural situations with diverse people (Ang et al., 2007).
Motivational. Motivational is the third dimension within the CQ framework and

who have high motivational CQ and have the mental capacity can direct and maintain the
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energy being used on a specific task or situation, recognizing that this trait is critical to
addressing problems outside the context (Ceci, 1996). Learning role expectations when
reading the cues sent by someone during cultural interactions is critical to portraying the
appropriate behaviors (Stone-Romero et al., 2003). Through these observations, the
persistence of practicing appropriate behaviors improves the ability to understand and
direct energy during cross-cultural engagements (Ang et al., 2007).
Mendenhall and Oddou (1985) stated that cross-cultural engagement can be
stressful especially for those high in motivational CQ, but using self-efficacy and
relationship skills (DeNisi & Pritchard, 2006; Eccles & Wigfield, 2002) can be
supportive during necessary cultural adaptations (Bhaskar-Shrinivas et al., 2005).
Motivational CQ can form a basis of intrinsic and extrinsic interest (Deci & Ryan, 1985)
for the person engaging within cross-cultural situations, which is the conscious mindset at
work (Ceci, 1996). The overwhelming importance of motivational CQ can lead some to
feel uncertain or anxious (Gudykunst, 1993; Maertz et al., 2009; Molinsky, 2007)
because of the obstacles faced during intercultural engagements, but the potential of
understanding and sustaining the energy toward diversity is necessary for effective
connections (Brooks & Schweitzer, 2011; Wood et al., 1990).
Behavioral. Behavioral is the fourth and final dimension within the CQ

nonp. 339). Hall (1959) clarified that to provide the mental capability for understanding
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Included within this context is the ability to have a flexible range of behaviors used
situationally, like verbiage, tone, physical gestures, and facial expressions (Gudykunst et
al., 1988).

1986, p. 6). Channeling energy
toward appropriate behaviors is observed in their flexibility to adapt verbal and nonverbal
communications to meet the cultural expectations during interactions (Ang et al., 2007).
When this occurs, misunderstanding is lowered and appropriate social interactions should
become higher (Goffman, 1959). Shaffer et al. (2006) demonstrated in their research that
behavioral flexibility results in positive effects. The flexibility to display the verbal and
nonverbal actions and regulate them as social behaviors leaves limited misperceptions
and misattributions in intercultural situations (Ghahremani et al., 2010; Gudykunst,
1993). It is highly important to exhibit appropriate behavior in cross-cultural contexts
have direct access to thoughts, feelings, and motivations of
(Van Dyne et al., 2012, p. 305), relying heavily upon what they gain from their
senses (sight, hearing) and also from cues picked up verbally, vocally, facially and bodily
(Hall, 1959). Utilizing the various characteristics displays respect, genuineness, morality,

conventions (Spencer-Oatey & Xing, 2008).
Summary
To better understand how community college presidents practice CQ in their
organization, research is needed by gathering information from community college
presidents. These knowledge constructs are critical to the understanding and application
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when serving a diverse community college system with a diverse student population.
Community colleges have a long-standing history within the United States, and with that
history comes the employment of community college presidents directly overseeing the
college. Historically, the role and responsibility presidents lead within their organization
has evolved, and thus the continued development of approaches is needed. Understanding
the importance that presidents have within the college environment will only continue to
increase as the university environment evolves, and with such, the need for the talent and
abilities of the president (Satterwhite & Cedja, 2005).

practices in a community college fundamentally changes the dynamics for those 2.1
million students who are served annually (CCCCO, 2021). Still, within the context of the
diverse academic conversations and research, there are few scholarly contributions in
which achievement gaps affect students on college campuses (Santamaria & Santamaria,
2015). There is little linkage to theory in actual practice concerning the application of
characterizing implementations of a framework to support underrepresented students;
thus, this need is urgent within community colleges (Kezar, 2002; Santamaria &
Santamaria, 2015).
Recognizing the multifaceted role in their operational and academic capability
within their position is important when looking at the total success of the student
population. This study captured the CQ practices that community college presidents use
when leading their organization. These community college presidents in their role were
recommended by the Aspen Institute for interview after having met purposeful sampling
criteria. These presidents were chosen specifically to help reach a more comprehensive
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understanding in their crucial role for integrating CQ in their college. California
community college presidents from a diverse range of districts were interviewed to
achieve a broad perspective of practices used by the community college presidents.
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CHAPTER III: METHODOLOGY
This study used a multicase study research design to discover how presidents in
community colleges in California describe their cultural intelligence (CQ) practices as
they lead their organization. Community colleges in California serve more than 2.1
million students within their 116 colleges, making it the largest higher education system
in the country (CCCCO, 2021). An extensive literature review revealed that there is a
lack of information about community college presidents within the higher education
system. This study used qualitative research to gather and expand data on this
underexplored research subject.
This chapter outlines the methodology selected for this study, the rationale for
choosing it, and how it best supports the purpose statement and research questions. Next,

population, target, and sampling methods are described. Additionally, the study describes
validity, reliability, the data collection and anal
limitations. This chapter concludes with a summary of the chapter.
Purpose Statement
The purpose of this qualitative multicase study was to discover and describe the
cultural intelligence practices California community college presidents use to lead within

Research Question
The central question and four subquestions were designed to address how
California community college presidents use the four-dimensional framework of CQ to
lead their organization.
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Central Question
How do California community college presidents describe the CQ practices they
use based on

four-dimensional CQ framework: cognitive,

metacognitive, motivational, and behavioral, when leading their organization.
Subquestions
1. Cognitive. How do California community college presidents describe the
cognitive CQ practices they use when leading their organization?
2. Metacognitive. How do California community college presidents describe the
metacognitive CQ practices they use when leading their organization?
3. Motivational. How do California community college presidents describe the
motivational CQ practices they use when leading their organization?
4. Behavioral. How do California community college presidents describe the
behavioral CQ practices they use when leading their organization?
Research Design
A research design provides a clear explanation of the procedures for collecting,
analyzing, interpreting, and reporting data for a particular study (Creswell & Plano Clark,
2017). Thus, a research design is the overall outline of a research project such that other
researchers could replicate the investigation. In general, there are two major research
designs: qualitative and quantitative.
Creswell and Creswell (2009) described qualitative research as a more in-depth
and comprehensive view of the phenomenon, which allows the researcher to learn how
people make meaning of personal lives and experiences or how they organize their
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environment. Researchers use qualitative research when they want to learn more about

For this study, a qualitative research design was chosen so that the study would be
able to explore in great breadth and depth important issues for which known information
was limited (McMillian & Schumacher, 2010). For this study, there was not an in-depth
understanding about how community college presidents use CQ as they lead their
schools. This qualitative study used research methods to produce an abundance of
information about their leadership practices. Qualitative data about community college
CQ was gathered by using open-ended semistructured interview
questions and supportive artifacts that aligned to the research questions.
Qualitative Multicase Research Design
Within qualitative research designs, there are more specific qualitative research
designs that can be used to conduct a study. Some of the major qualitative research
methods are case study, phenomenological, ethnographic, heuristic, and grounded theory
studies (Patton, 2015). These research methodologies were analyzed to determine the best
fit for this study. A qualitative multicase study was chosen as it would allow the
researcher the opportunity to collect extensive data based on interviews and artifacts to
explore and discover the culturally intelligent leadership skills community college
presidents use as the lead their schools.
Yin (2014) stated that case studies are fitting to use when no limitations are

study research method of investigation allows the researcher to explore the human
component; experience a
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documents,

Merriam and Tisdell (2016) described a case study as an in-depth description and
analysis of a bounded system. This study used a multicase study. The multicase study
was selected as the best fit for the research question and most effective to capture and
analyze how multiple community college presidents use CQ practices. In this multicase
study, a bounded system included the community college campus environment and how
the president uses CQ as they lead the college. This study collected and examined critical
and relevant artifacts such as descriptions of
demographics), their strategic plans for student success, and student-centered programs,
projects, or events (Creswell & Poth, 2018).
In summary, the interview data and artifacts were collected, analyzed, and
triangulate to look for themes about CQ practices community college presidents use to
make student-centered decisions within their organization.
Population
Creswell and Creswell (2009) summarized the population of a study as a group of
people or individuals who meet certain characteristics or criteria different from other
groups. A 2007 American Council on Education (ACE) report described the community
college president as having two full-time jobs: managing and leading the on-campus
population (faculty, students, and staff) and working externally within the community
with donors, elected officials, and organizations (Cook & Córdova, 2007). These two
roles, equally but separate, require different skills, talents, and knowledge to lead, adapt,
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cultivate, identify, and advocate for the college (Cook & Córdova, 2007; Drury, 1986;
Roueche et al., 2014).
There are currently 116 accredited community colleges in California (CCCCO,
2021), with one president representing each college. The population of this study is 116
community college presidents. This population was significantly larger than was feasible
to interview for the study; consequently, a target population was utilized to reduce the
study population to a smaller number.
Target Population
The target population is defined as the actual list of sampling units from which the
sample is selected (
were generalized to this target population. For this study, it was determined that it was
not practical to study all 116 community college presidents in California; therefore, a
target population was chosen based on those community college presidents who
completed The Aspen Presidential Fellowship for Community College Excellence
program. The presidents completed one of two transformational leadership fellowships
within the college excellence program, either The New Presidents Fellowship or The
Aspen Rising Presidents Fellowship. To determine the number of selected community
college presidents from the Aspen Institute, the past selected candidates were investigated

population.
The Aspen Institute is a global, nonprofit organization that focuses on
transformational leadership training and is invested in and committed to supporting a
free, just, and equitable society by providing change through dialogue, leadership, and
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action to help solve the most important challenges facing the United States and the world.
The institute was founded in 1949 and since its creation has led leadership training
through many projects to bring together people with diverse backgrounds and points of
view in helping cultivate and support values-based, purpose-driven leaders in many
communities. Presidents can be nominated or apply for the fellowships year round and
select groups are chosen annually.
The Aspen Institutes Transformational Leadership training project aligns with the
Aspen Institutes New Presidents Fellowship for leaders in their first 5 years as
community college president. The New Presidents Fellowship is designed with a singular
focus of helping presidents advance student outcomes to create actionable guidance and
executive transformational change at the institutions where they lead. Throughout this 9month long process, 25 presidents are chosen and they address three broad themes:
leading for student success, leading transformational change, and partnering for collective
action. Candidates are nominated based on the following criteria: they must attend two
seminars, webinars, engage in activities before and after sessions, and have the chair of
-monthlong process, they must complete the following:
Participate in two seminars led by Aspen Institute faculty and top community
college professionals

Devise concrete plans to tackle student success challenges with structured support
Join a network of forward-thinking peers who support and challenge one another
in pursuit of broad change
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Engage in learning between sessions that includes peer consultancy, webinars,
and mentorship
The Aspen Institutes Transformational Leadership training project aligns with
The Aspen Rising Presidents Fellowship to support the development of community
college leaders with the vision and strategic capacity to transform community colleges,
achieving higher levels of student success and equity while maintaining broad access.
Every year, the Aspen Institute selects a group of up to 40 fellows for the 10-month-long
process addressing three broad themes: leading for student success and equity, leading
internal transformational change, and partnering for collective impact.
Candidates are nominated on the criteria that they must attend three seminars,
mentoring by veteran college presidents, and the development of a strategic leadership
vision through a capstone project webinar. Many candidates who have completed this
fellowship have gone onto presidency after completing the program. Throughout the 10month-long process, the following will be included:
Work with national leaders who are shaping and implementing at scale best
practices for community college success.
Build a network of forward-thinking peers to support and challenge one another in
the pursuit of broad change.
Apply grounded and innovative strategies to meet student success challenges at
their home colleges.
Be recognized and promoted as highly promising candidates for future
presidencies.
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Attend seminars led by Aspen Institute and Stanford University faculty,
community college professionals, and higher education experts.
Complete a capstone project culminating in a presentation to peers and mentors at
the conclusion of the fellowship.
Submit to mentorship by an exceptional, nationally recognized current or former
community college president.
The database confirmed that 295 senior administrators and presidents have been
selected since the creation of The Aspen Rising Presidents Fellowship in 2016 and The
New Presidents Fellowship in 2020. Of the recognized states with selected candidates, 35
presidents and senior administrators were from California. From these 35 candidates, the
tabase showed that 20 of the 35 candidates identified as community

community college presidents who were nominated and completed The Aspen Rising
Presidents Fellowship or The New Presidents Fellowship.
Sample
According to Creswell and Guetterman (2019), a sample is the group of
participants in a study selected from the target population from which the researcher
generalizes to the target population. Therefore, the sample for this study incorporated
individuals who represented the target population of 20 community college presidents
who were nominated and completed The Aspen Rising Presidents Fellowship or The
New Presidents Fellowship.
For this study, purposeful sampling criteria were created to locate a sample
population of community college presidents from the target population. Patton (2015)
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identified purposeful sampling as the designed selection process to identify informationrich cases, which allow the researcher to more fully understand issues which are not
deeply comprehended.
For this study, to define the sample population of community college presidents,
the following purposeful sampling criteria were used to identify candidates for this study.
The purposeful sampling criteria for this study was made up of community college
presidents who met four of the following five criteria:
1. Current community college president within California
2. Served at an accredited California community college
3. Served as a California community college president for a minimum of one year
4. Collectively served more than 500 students
5. In the first 5 years of their presidency
Sample Size
Creswell and Poth (2018) suggested sample size ranges for the specific research
study design. It was recommended by Creswell and Poth that four to five cases are
adequate for multicase studies. Similarly, Stake (2006) agreed that four to five cases for
multicase studies are sufficient; however, he recommended that researchers not have
fewer than four or more than 10 cases. Stake expressed concerns that two or three cases
might not demonstrate sufficient interactivity between programs and their surroundings.
However, he stated that 15 to 30 cases were too many and may provide too much
complexity for the research team. Therefore, the researcher chose four community
college presidents in California for this multicase study. The breakdown from the
population to the sample population is shown in Figure 7.
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Figure 7
Population, Target, and Sample

Population = 116
Target Population = 20
California
Community
Colleges = 116

295 community college
individuals were chosen
and completed The New
Presidents Fellowship or
The Aspen Rising
Presidents Fellowship,of
which 20 community
college presidents were
located in California.
Therefore, the target
number is 20 community
college presidents.

Sample = 4
Qualitative Sampling =
4 community college
presidents were chosen.
Members met 4 of the 5
sampling criteria.

Sample Selection Process
Expert panels are often used to identify research participants that must meet
specific criteria for inclusion in the study. An expert panel member is a person with
extensive knowledge and experience in a certain occupation or area of study. Panel
members are called on to provide expert advice in their area of expertise. The panel
members were asked to provide a list of eligible candidates who completed The New
Presidents Fellowship or The Aspen Rising Presidents Fellowship and they recommended
candidates who fit the purposeful sampling criteria.
The Aspen Institute was contacted to assist in identifying California community
college presidents who completed The Aspen Rising Presidents Fellowship or The New
Presidents Fellowship. A panel of two members of the Aspen Institute assisted and served
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as sponsors in identifying potential candidates for interview. The first panel member was
Alison Quint who is the senior program manager of the college excellence program.
Alison is responsible for leading the development of the Aspen Presidential Fellowship
for recently appointed community college presidents (The Aspen Institute, 2021). The
second panel member was Monica Clark, who is the director of their leadership programs
and provides strategic direction for t

opportunities during and post-fellowship for community college leaders, partnering with
foundations and external partners to implement programs, and ensuring quality and

The two panel members, Alison Quint and Monica Clark, identified individuals
who were currently serving as California community college presidents and who met the
purposive sampling criteria. The two panel members reviewed this list and provided the
researcher with names of the top candidates along with their contact information. Alison
had professional experience with each
individual candidate including how they demonstrated their commitment to student
success post-completion and to closing equity gaps within their institutions. They were
aware of how the candidates created a/an
Compelling vision and strong urgency to improve student success
Outcomes orientation mindset and the ability to use data to strategically inform
decisions
Strong capacity to partner with external actors needed to ensure student success
(e.g., employers, K-12, 4-year colleges, legislators/governors)

105

Strong capacity to bring about internal change
Each of the top identified candidates demonstrated these characteristics during the
institute. Each of the presidents identified were believed to make cultural shifts in the
community colleges over the coming years.
Contact Procedures for Study Participants
Following the sampling procedure for this study, the researcher contacted the
college presidents in the following manner:
1. Community college presidents were contacted by email to explain the purpose of
the study, the benefits to college presidents, and risks of participating in the study.

anonymity and any answers from the presidents would be and remain
confidential.
2. Upon agreeing to participate, the researcher scheduled a 60-minute interview with
each of the four community college presidents. The time allotment and advanced
scheduling for the interview accommodated their busy schedules.
3. After scheduling each interview, the researcher emailed the following documents
to the participants: (a) invitation to participate letter (Appendix A), (b) informed
consent form to be signed and collected before the interview (Appendix B; use of
Zoom

for participant to reverify their consent), (c) interview protocol and

questions for participant to review before their interview (Appendix C),
(d)
Certificate of Human Subjects Research (Appendix E), and (6) audio release form
to be signed and collected at the time of the interview (Appendix F).
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4. Before
framework and definitions.
Instrumentation
A qualitative multicase study methodology was used to collect data in the form of
interviews and artifacts, which aligned with the research questions regarding the
ation. To

CQ literature was conducted. A synthesis matrix was utilized to determine the selection
of seminal author Ang et al. (2007) and their four-dimensional CQ model, as the optimal
framework for this study.
Interviews were the primary data collected and artifacts supported and
triangulated the interview data for this study. The interview data and artifacts were
designed to collect data about how community college presidents use the fourdimensional CQ framework practices of Ang et al. (2007) when leading their
organization. Figure 6 (repeated for ease of referencing) displays the four dimensions of
four dimensions that framed the
research and interview questions:
1. Cognitive.
practices and conventions based on educational teachings and personal
experiences.
2. Metacognitive
and preferences during cross-cultural interactions.
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3. Motivational
working in cross-cultural situations with others.
4. Behavioral. The
with others in cross-cultural interactions.
Figure 6
-Dimensional Cultural Intelligence Framework Model

Note. Adapted f

Cognitive

Metacognitive

Motivational

Behavioral

ultural Intelligence: Its Measurement and Effects on Cultural Judgment

Management and Organization Review, 3(3), (https://psycnet.apa.org/doi/10.1111/j.17408784.2007.00082.x).

The researcher devised eight interview questions to discover and describe this
-dimensional cultural
intelligence framework (Appendix C). To ensure that the eight interview questions
-dimensional cultural intelligence framework, the researcher
reviewed the CQ model and the interview questions for connection. Based upon the
review, the research questions were revised. Additionally, a pilot test
interview was conducted after the instrument analysis to determine the effectiveness of
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the interview questions and interview process. This study largely relied on interviews for
qualitative data collection and accompanied by an artifact relevancy review.
Interviews
Qualitative research methodologies require information-rich data from the

questions (Patton, 2015). Semistructured, open-ended interview questions were used to
gain a clear understanding of what CQ practices community college presidents use when
leading their organization.
The following interview best practices were used, as recommended by Patton
(2015) and McMillan and Schumacher (2010):
1. Qualitative in-depth interviews are known for:
a. being genuine;
b. maintaining eye contact;
c. their probes and pauses;
d. establishing trust;
e. conveying that the researcher hears and connects with the participant
through voice tone, phrasing, and cadence elicits more legitimate data than
a stiff approach. (p. 357)
Semistructured, open-ended questions were used in the interviews, alongside
probes, to prompt detailed data from the participants about their feelings, thoughts,
experiences, and knowledge (Patton, 2015). Interviews were recorded to ensure that the
contextual gathered data included direct quotes and accurate information from the
participants. To gain precise and accurate responses, the researcher sought clarification,
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exploration, elaboration, and follow up with participants (McMillan & Schumacher,
2010).
Interview Guide Procedures

willingness to contribute their experience and knowledge. The interview guide included

interview. Participants were provided with eight interview questions along with Ang et
-dimensional CQ framework and their definitions prior to the interview.
Eight interview questions were asked for each of the four dimensions: cognitive,
metacognitive, motivational, and behavioral. A final research question was asked to
describe the overall effect of the use of CQ and how it contributed to their success in
supporting students at the college.
Each interview session began with the researcher thanking the participant for
providing helpful information about their presidential experiences. Next, the purpose of
the study was introduced and the participant was asked if any clarification of the included
documents was needed. Then the IRB documentation was reviewed with the participant,

confidentiality agreement.
A semistructured, open-ended interview approach was used to structure the

interview questions. This technique allowed the interview to be time efficient and
focused because of the consistent format and participant participation, which led to a
richer and more valid analysis.
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Artifacts
Artifacts relevant to the research questions were analyzed and used to validate the
collected interview data. An artifact review allowed for this study to use data
triangulation between the artifacts and the interview data. Cross-referencing data helped
to strengthen the validity of findings and themes for the study. Artifacts provide a variety
of materials from various forms to supplement interview transcriptions.
For this study, college documents and external communications were the most
important information sources to support the research questions. The artifact collection
process initially began with the collection of publicly available data. Additional data were
collected at the interview when presidents were asked to bring examples of how they are
leading their organization through CQ practices. Some examples included student
demographic data; COVID 19 protocols (e.g. access to technology, health services, food
pantry, library); strategic plan; college or board meeting minutes; speeches, videos or
website content for programs, projects or events. Lastly, all artifacts collected and
utilized within the study were entered into NVivo , a qualitative coding software for
analysis.
The Researcher as an Instrument

Specifically, the researcher asked the interview questions and discovered artifacts that
supported the research questions. As a result, there is a risk of bias during data collection

earcher had over 7
years in leadership within the community college setting, all of which was spent working
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directly with students. In an educational setting, the researcher had significant experience
conducting a variety of interviews. Prior to the researcher working within a community
college, the researcher was a student within a California community college.
to learn more about community college presidents and
how they lead their organization through CQ practices

stemmed from the interests and

experiences the researcher had that were impacted by the president at a community
college. Given this context, the researcher was aware of the possibility of bias in the data
collection and interpretation. McMillan and Schumacher (2010) stated that the researcher

responses. Patton (2015) emphasized maintaining a nonjudgmental, sensitive, unobjective
personal stories instead of
listening. Furthermore, this researcher needed to follow the methodology and field-testing
protocols to avoid biases throughout the data-gathering process. According to Patton
(2015), the reliability of qualitative data collected is entirely contingent on the

Validity
According to Creswell (2015) and Patton (2015), validity is the extent to which
the instruments measure the designated research concept. Instruments need a high level
of vali
validity process, the researcher first conducted an extensive review of CQ research, used
the findings from the synthesis matrix (Appendix I), and chose a seminal CQ model by
Ang et al. (2007). Subsequently, the researcher had a doctoral candidate with knowledge
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in qualitative research and CQ literature review the selected CQ framework and interview
questions to ensure their alignment.
The qualitative validity of this study was enhanced through the incorporation of

qualitative validity:
1.
various case studies about CQ within the school system. Furthermore, the
researcher meticulously examined items of similar content that support the
research subject. Finally, the researcher used artifacts for cross-validation of

2.

The researcher provided each participant with identical semistructured interview
questions, to ensure no alteration of validity. Semistructured interview questions
allowed the participants to openly share their stories and experiences. Lastly, the
researcher and participants agree on the description or event structures and their
meaning (McMillian & Schumacher, 2010).
3.
used in this study to analyze

or during

the interview process. Also, artifacts were analyzed as a strategic strategy. To

setting, the researcher spent time with each participant.
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4.
semistructured interview questions related to the research through pilot testing
and interview criticism by observers.
5.

Member interview verification and participant review : The researcher
substantiated an
interview transcription with them. The participant is allowed to check the

interview and sends it to the participant to verify accuracy. The participant can
review the transcript and correct it to improve clarity, correctness, or validity.
a.
accuracy. The researcher transcribes the interview and sends it to the
participant to verify accuracy. The participant can review the transcript and
correct it to improve clarity, correctness, or validity.
6.
record, evaluate and publish negative or discrepant data to show exceptions to
patterns in the emerging research themes. (pp. 407-410)
Pilot Testing
Pilot testing to authenticate validity and reliability is recommended for research to
check for biases, as stated by McMillian and Schumacher (2010). McMillian and
Schumacher defined a pilot test as practicing your interview with someone who shares
equivalent characteristics as the sample population, while a qualitive researcher observes
and analyzes the interview. It is critical to note that the pilot test includes identical
procedures that were implemented during the interview. Practicing an identical interview
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procedure allows for the gathering of more valid and reliable data. After the pilot test
interview, questions were evaluated for clarity and intent.
Additionally, feedback was gathered from a trained observer and participant from
the evaluation process. Feedback was gathered from the trained observer and participant
which allowed for necessary changes to be made to establish a more valid and reliable
study. For the purpose of this study, a community college president, not a participant of
the study, answered the interview questions while a doctoral student observed the
researcher conducting this pilot interview using the Interview Guide.
During the completion of the pilot test, it was timed and interview questions were
critiqued by the observer and interviewee. A critical component from the skilled observer
during the interview pilot test was pertinent observation, notetaking and authentic
feedback provided to the researcher. After the completion of the pilot interview, feedback
regarding the process and the research questions was solicited. Through self-reflection,
the interviewer adjusted the interview process based on the solicited feedback from the
observer and interviewee (see Appendix D).
Reliability
Patten and Newhart (2017) described reliability within research as the likelihood
of a replicated investigation, which would produce consistent results. Similarly, Roberts
(2010) defined reliability as the ability of an instrument to consistently measure
something time and time again. Additional researchers confirmed this by describing the
ability to consistently gather data from an instrument (Creswell & Poth, 2018; Patten &

instruments indicates the reliability of the study (Patton, 2015; Roberts, 2010).
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To enhance the dependability of this study, the researcher employed pilot testing
and the use of an interview guide so that each participant received identical interview
questions. Data collected from the interviews were consistently administered by the use
of the interview guide. Importantly, the interview protocol was pilot tested prior to entry
into the research field. According to McMillan and Schumacher (2010), an emphasis
needs to be placed on pilot testing data collection instruments to confirm that interview
questions were clearly understood by each participant. Clarity and consistency of
interview questions asked during this study reduced variation.
Intercoder Reliability
According to Creswell (2015), the intercoder agreement is the process of the
researcher utilizing peer analysis to validate the data analysis accuracy of findings
through cross-checking data codes. When two or more analyses agree on the employed
codes for the same data sets, like artifacts and interview transcripts, the intercoder
agreement is established. For this study, the researcher enlisted the support of a doctoral
student knowledgeable in qualitative research methods to check the consistency of the
data codes. Prior to this data cross-check, the researcher set a .80 level of reliability
(Lombard et al., 2002). The researcher used NVivo

qualitative coding software to

develop themes from the collected data. In order to cross-check the data, the researcher
analyzed the themes, created a code listing, and when the codes were recognized,
performed the external reliability coder. Creswell (2015) and McMillan and Schumacher
(2010) specified that when the intercoding process is completed, codes displaying .80 or
higher reliability are used to identify patterns.
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Data Collection
Data collection primarily consisted of artifacts and semistructured, open-ended
interviews. The artifacts were of historical or current relevant need gathered from official
documents and external communications to officiate the data collection. Data were
collected and analyzed prior to conducting interviews.
Human Subjects Consideration
Before data collection began, the University of Massachusetts Global Institutional
Review Board (IRB) reviewed and approved the design of the study. IRB policies were
afety and well-being and to be in compliance with

subjects were contacted to formally invite them to participate in the study. Specifically,
participants were provided a Re
them to participate in the study, and they were asked to review and agree to an informed
consent letter (Appendix B).
tact
information, an overview of the study, the requested time commitment estimated for the
study, an informed consent letter, a consent form authorizing the researcher to conduct a
recording of the interview with the option to review the transcript at a later point in time,
and a statement highlighting that the interview was a completely voluntary process. The
researcher provided copies of the consent forms to participants and reaffirmed their
willingness to participate in conjunction with their consent to be recorded. All
participants consented to the recording and requested copies of the transcripts.
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gathered subsequent to each interview (McMillan & Schumacher, 2010; Patton, 2015).
Additionally, the dissertation chair and researcher were the only individuals who had

throughout the study through the use of pseudonyms, while documents containing
transcriptions of the interviews, along with other related data, will be destroyed 3 years
after the study has been completed.
Interview Process
All participants consented to both the interview and the recording of the
interview. All interviews were condu
health due to restrictions implemented as a consequence of the COVID-19 pandemic.
Interview protocols were identical for each interview. Before each interview, the
participants were given the eight interview questions as well as definitions of CQ and the
four dimensions. The eight interview questions were aligned to the four CQ dimensions
as defined by Ang et al. (2007) in Cultural Intelligence: Its Measurement and Effects on
Cultural Judgment and Decision Making, Cultural Adaptation, and Task Performance.
The researcher used semistructured, open-ended questions designed by the researcher and
reviewed by qualitative researchers for this study.
At the beginning of the interview, the researcher thanked the participants for
contributing their knowledge and experiences to the field, and then the overview of the
study was provided. The format of the interview process was based on the use of eight
semistructured, opened-ended questions about the use of CQ when leading their
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background, purpose of the study, and a review of their consent paperwork. At the
conclusion of the introductory discussion and prior to the interview, participants were
reminded of the voluntary nature of the interview and informed that premature
termination of the interview, in conjunction with declining any inquiry, remained within
their purview. Initially, the interview began with inquiries regarding the
demographic information. McMillan and Schumacher (2010) stated that to create rapport
and center attention, it is best to acquire demographic information at the onset of the
interview. For this study, interviews ranged between 45 min and 60 min in length. As the
interviews concluded, gratitude and appreciation were expressed to each participant for
their time and contributions.

transcribed. The participant was allowed to review the transcription for accuracy. The
researcher used NVivo , a qualitative analysis software application to assess and code

amework, the CQ interview and the databases recording of
outcomes. The following steps were included in a synopsis of the data collection process:
Four presidents participated in one-on-one, semistructured, open-ended interviews
using Zoom as a virtual meeting platform as part of an interview methodology.
Using an iPhone and Zoom, interviews were audio-recorded and transcribed.
Each president received a copy of the interview transcription to check for
accuracy.
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During the interview, each president was invited to present digital or hardcopy
artifacts that supported the use of CQ practices used to lead their organization for
student success.
For each president, the researcher collated interview transcripts and collected
artifacts to construct an individual report of acquired data.
Artifact Collection
The researcher collected relative documents and artifacts to enhance the
qualitative data gathered during the study and expanded upon triangulation procedures
(Creswell, 2015; McMillan & Schumacher, 2010). For this study, artifacts included
official documentation that described how community college presidents led their
college. Examples of artifacts would be student demographic data; COVID-19 protocols
(e.g. access to technology, health services, food pantry, library); strategic plan for student
success; college or board meeting minutes; speeches, videos, or website content for
student-centered programs, projects or events. Other types of documentation could
include funding expenditures, initiatives for student success, district policies, facility
plans, or public communication (college website, social media).
Data Analysis
The data gathered from the Zoom interviews with the four presidents were
reviewed. The collected data were first organized by electronically recording the
interviews, which were then transcribed. Participants were allowed to review the written
transcripts for accuracy before the data were evaluated. The researcher read the complete
transcripts to identify general themes with significance to patterns in the data. Next,
NVivo

software was used to electronically code the data. Patton (2015) described the

120

intent of coding as the way to discover patterns and frequencies of themes, categories,
and assertions in the data. Moreover, the researcher looked for specific quotes that
depicted the emerged themes as the data were analyzed. The following data analysis
procedures were followed:
Individual president data reports were compared and analyzed to detect trends and
themes in participant replies and acquired artifacts.
Identifiers were assigned to patterns and themes to code and store acquired data in
the NVivo

software tool.

The total number of coded participant replies was determined using NVivo

.

A frequency table was generated to display the extent to which all participants
commented on the same theme or pattern.
Member checking was provided to participants to verify their transcriptions
against recordings for accuracy (McMillan & Schumacher, 2010).
Member checking did not include findings for verification purposes (Patton, 2015). All
data, descriptions, and qualifiers were organized in frequency tables for presentation in
Chapter IV. The data were frequently reviewed to capture the themes that best answered
each research question.
Artifacts and Data Triangulation

questions and were kept if applicable. Artifacts were based upon the different measures
presidents took to lead their college. Participants explained how they used CQ practices
as they led their college. By examining the artifacts collected from participants and
exploring the use of their CQ practices, the interview data and artifacts were triangulated.
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Data Representation

research subquestions. The data were presented in two forms: data frequency tables and
representative participants comments. To provide a visual representation for each
research question, a frequency table was created for each theme supporting all four
research subquestions. The tables included the number of participants whose interview
comments aligned with an identified theme, the frequency with which a participant theme
was mentioned during the interview, and the frequency of artifacts provided by
participants for the identified theme. Additionally, the total frequency of participants
comments and artifacts for each theme was provided. Moreover, a data analysis was
provided, which consisted of representative comments from the participants from each
theme. The themes identified for the central research question and research subquestions
were presented at the conclusion of Chapter IV and ordered from highest frequency to
lowest.
Limitations
A research study can be impacted by characteristics when results or the capacity
to generalize findings with a different population are existent, better known as limitations
(Creswell & Creswell, 2009). Time, reduced generalization and geography, sample size,
and theoretical framework were all factors that potentially influenced the outcomes of
this study.
Time
Time constraints limited the research for this study. College presidents have
demands that inhibit their daily schedule, impacting their availability and time. As a
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result, interviews were limited to 60 min to demonstrate appreciation and understanding
of time constraints for the presidents. Fu
schedule, interviews were created in advance of the arranged date. The college calendar
was a time constraint, which was taken into consideration when working within the
med outside of critical meetings and other
college or districtwide events.
Reduced Generalization
There are 116 community college presidents in California. To reduce the sample
size, this study created a target group based in California and who were recommended for
The Aspen Rising Presidents Fellowship or The New Presidents Fellowship. Therefore,
this study generalized to the target population of four community college presidents
within the geographic location of California who fit the purposeful sampling criteria.
Purposeful Sampling and Sample Size
A sample is a small group of individuals chosen to participate in a study, selected
from the population the researcher desires to generalize. The study used purposeful
sampling criteria to reduce the target population. Demographic data from 116 community
colleges presidents in California were taken and compared with the 295 community
college individuals who were chosen and completed The New Presidents Fellowship or
The Aspen Rising Presidents Fellowship. Of the total number of individuals, 20
community college presidents were located in California. The possible participants who
met the sampling criteria, and were referenced by the expert panel at the Aspen Institute
were contacted. From that target population sample, four participants agreed to interview
to share and describe the CQ practices they use when leading their organization.

123

Theoretical Framework
After a comprehensive investigation of literature on CQ, the researcher selected
(2007) CQ framework based on the four dimensions: cognitive,

research and interview questions. This CQ framework was utilized to see what CQ
practices California community college presidents used as they led their organization.
There are different CQ frameworks that could have been used, but were not chosen as
they were not the optimal choice. Choosing another model may have led to different
findings.
Summary
The qualitative multicase research design was used in this study and explained in
Chapter III, to describe the CQ practices California community college presidents use as
they lead their organization through the four dimensions of Ang et al. (2007) CQ
framework. This chapter began with a description of the research design and qualitative
methods for interview conception, data collection, and data analysis. Additionally, the
development of research instruments, data collection methods, and data analysis
procedures were described. The data-gathering process is described in full in Chapter IV
and encompasses the research study outcomes. In the final analysis, Chapter V
summarizes the research findings, conclusions, and recommendations for future
correlational research.
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CHAPTER IV: RESEARCH, DATA COLLECTION, AND FINDINGS
Chapter IV outlines the process for this study, including the data collection and
findings. The purpose statement and research questions are reviewed, followed by a
discussion of the population, sample, and demographics for the study. The main focus of
this chapter is presenting the data findings, specifically, qualitative data surrounding the
cultural intelligence (CQ) practices California community college presidents use to lead
their organization. Additionally, data findings are presented in relation to the four
CQ framework: cognitive, metacognitive, motivational,
and behavioral.
Purpose Statement
The purpose of this qualitative multicase study was to discover and describe the
CQ practices California community college presidents use to lead their organization

Research Questions
Central Question
How do California community college presidents describe the CQ practices they
use based on

four-dimensional CQ framework: cognitive,

metacognitive, motivational, and behavioral, when leading their organization.
Subquestions
1. Cognitive. How do California community college presidents describe the
cognitive CQ practices they use when leading their organization?
2. Metacognitive. How do California community college presidents describe the
metacognitive CQ practices they use when leading their organization?
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3. Motivational. How do California community college presidents describe the
motivational CQ practices they use when leading their organization?
4. Behavioral. How do California community college presidents describe the
behavioral CQ practices they use when leading their organization?
Research Methods and Data Collection Procedures
A qualitative multicase study was used to describe how California community
college presidents use CQ practices to lead their organizations. The researcher conducted
in-depth open ended, semistructured interviews with four California community college
presidents who were identified through specific criteria and recommended by the Aspen
Institute. The interviews were conducted online via Zoom because of the current COVID19 Pandemic situation across the country. The interviews were recorded with permission
from the president and the data obtained for the study were stored securely by the
researcher.
Population
Creswell and Creswell (2009) summarized the population of a study as a group of
people or individuals who met certain characteristics or criteria different from other
groups. The target population is defined as the actual list of sampling units from which

sample were generalized to this target population. For this study, the intended population
for which the results of the study applied was California community college presidents.
There are currently 116 accredited community colleges in California (CCCCO, 2021),
with one president representing each college.
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Target Population
The target population is defined as the actual list of sampling units from which the
sample is selected (Creswell & Guetterman, 2019). A smaller number of participants
were selected and sampled, representing the generalized results. For the purpose of this
study, it was not feasible to study all 116 community college presidents in California, so
the target population was based upon those presidents who completed The Aspen
Presidential Fellowship for Community College Excellence program. The presidents
completed one of two transformational leadership fellowships within the college
excellence program, either The New Presidents Fellowship or The Aspen Rising
Presidents Fellowship.
Sample
According to Creswell and Guetterman (2019), a sample is the subset of a s
participants obtained from the target population and used to generalize to the entire
population. Thus, the sample for this study was made up of individuals who represent the
target demographic of four California community college presidents who completed one
of the two Aspen Presidential Fellowships for Community College Excellence. By
focusing on California community college presidents who completed one of the two
Aspen Presidential Fellowships for Community College Excellence, the target population
for this study was four. This study identified four California community college
presidents who met the following purposeful sampling criteria:
1. Current community college president within California
2. Served at an accredited California Community College
3. Served as a California Community College president for a minimum of one year
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4. Collectively served more than 500 students
5. In the first 5 years of their presidency
The candidates of this study met four of the five purposeful sampling criteria. The
researcher enlisted the support of two Aspen Institute panel members who served as
sponsors in identifying potential participants for interviews based on the purposeful
sampling criteria.
Demographic Data
The study included four participants who met eligibility criteria to participate;
they signed informed consent forms. Specific demographic information was collected to
describe individuals, including their race or ethnicity, years as a president, region of
California, and gender. Table 1 represents demographic data that described each
participant, identified with numbers from 1 to 5.
Table 1
Participant Demographics
Participant
number

Gender

Ethnicity/race

Participant 1
Participant 2
Participant 3
Participant 4

Male
Female
Female
Male

Hispanic
White
Chicana
Hispanic

Years as president Region of California
4 yr 10 mo
1 yr 10 mo
2 yr
3 yr

Northern
Northern
Northern
Northern

Intercoder Reliability
According to Creswell (2015), the intercoder agreement is the process of the
researcher utilizing peer analysis to validate the data analysis accuracy of findings
through cross-checking data codes. When two or more analyses agree on the employed
codes for the same data sets, like artifacts and interview transcripts, the intercoder
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agreement is established. For this study, the researcher enlisted the support of a doctoral
student knowledgeable in qualitative research methods to check the consistency of the
data codes. Prior to this data cross-check, the researcher set a .80 level of reliability
(Lombard et al., 2002). The researcher used NVivo

qualitative coding software to

develop themes from the collected data. To cross-check the data, the researcher analyzed
the themes and created a code listing, and when the codes were recognized, performed
the external reliability coder. Creswell (2015) and McMillan and Schumacher (2010)
specified that when the intercoding process is completed, codes displaying .80 or higher
reliability are used to identify patterns.
Presentation and Analysis of Data
The researcher collected and analyzed data from four participants in an attempt to
elicit information regarding the CQ practices California community college presidents
use to lead their organization. The researcher employed semistructured interviews with
open-ended questions guided by the theoretical framework derived from the literature
review about CQ.
Qualitative data from in-depth interviews and artifacts addressed the research
questions. The primary qualitative data were collected through Zoom interviews with
four presidents as well as from artifacts that supported the interview data. The researchers
spent 5 hours in interviews and an equal amount of time examining the artifacts.
Data Analysis for Research Question 1

California community college presidents describe the cognitive CQ practices they use
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The following section displays the qualitative data that were coded into themes
from the four interviews with presidents. The data presented were collected from two of
eight interview questions, Questions 1 and 2. The following subsections outline the
responses to Research Question 1. Table 2 shows the theme and frequency counts.
Table 2

Themes

P

I

A

Total

1. Connect and understand students, employees, the
institution, and its role in the community

4

41

4

45

2. Use personal and professional experiences

4

35

2

37

3. Create a safe, welcoming space to gather knowledge
about similarities and differences about cultural
practices

4

23

3

26

Note. P = participants, I = interviews, A = artifacts.

In summary, 100% of the participants experienced connecting and understanding
students, employees, and the institution and its role in the community to describe the
cognitive CQ practices they use when leading their organization. All four participants
noted the importance of using personal and professional experiences when leading and
also creating a safe, welcoming space, while listening, communicating, and gathering
perspectives. The most frequent experience for these presidents was connecting and
understanding students, employees, and the institution and its role in the community with
45 frequencies. As mentioned above, this information regarding the cognitive CQ
practices was gathered from the first two interview questions. An analysis of the
qualitative data for the themes in answering the first research question with individual
experiences is outlined in the following section.
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Theme 1: Connect and Understand Students, Employees, and the Institution and its
Role in the Community
Analysis of the data collected resulted in the emergence of a frequency of 45 for
this research question. All presidents stated that connecting to and understanding
students, employees, and the institution and its role in the community are practices they
use when leading their organization. The words connecting and understanding in this
theme refer to the ability to get to know the individual outside of the school culture and
relating to them on a human level. This theme was evidenced from four face-to-face
virtual interviews with a frequency of 45 (Table 3).
Table 3
Cognitive Cultural Intelligence Practices Connect and Understand
Theme

P

I

A

Total

1. Connect and understand students,
employees, and the institution and its
role in the community

4

41

4

45

Note. P = participants, I = interviews, A = artifacts.

All presidents described connecting to and understanding students, employees, or

organization. The presidents described that connecting and understanding students,
employees, and the institution and its role in the community is important to leading a CQ
mindset framework. Participant 2 shared that she started her presidency during the
COVID-19 pandemic, and though it caused a lot of challenges, it also benefited her in
that there were fewer large public events, receptions, dinners, and lunches that she had to
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go to. She stated that because of those challenges, she had a unique opportunity to spend
more time with understanding the institution.
Similarly, Participant 1 mentioned that both he and the institution really try to
understand and become familiar with the students by analyzing how they are connecting
with the students. Through outreach they can understand where students are coming from
and the data support the common understanding of where the students are coming from

artifact that supported this was the website of the college that showed the different
cultural groups at the college and how each is represented with centers or programs that
support students in achieving their goals.
Several participants mentioned in their experiences that creating opportunities

what they have access to within those communities helps guide meeting their needs.
Multiple participants mentioned personal experiences connecting and understanding

there, having conversations and experiences with them and hearing from student

Comparably speaking, Participant 4 provided a similar context of wanting to
understand who the students are to better serve them. He stated,
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foundational aspect of where I work
serving regardless if I started as an adjunct instructor, I need to know who the

critically important that I know who the students are t

intersectionality amongst you the individuals, are not solely one thing right.
Theme 2: Use Personal and Professional Experiences
The data collected resulted in this theme, which in other words, is the personal
and professional experiences the presidents had throughout their life that supported the
development of their leadership abilities. For example, Participant 1 mentioned that his
educational background through undergrad and graduate school were helpful in learning
content and developing skills like critical thinking and competencies and that the
leadership trainings he attended supported the use of an equity framework and lens in the
work he does. However, he

Participant 1 was referring to a hate speech incident that occurred on his campus and that
during all his training, this was not taught but something he had to learn by doing the job.
During the interviews, this theme was apparent from all four participants, producing 37
responses from face-to-face virtual interviews (Table 4).
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Table 4
Cognitive Cultural Intelligence Practices Personal and Professional Experiences
Theme

P

I

A

Total

2. Use personal and professional
experiences

4

35

2

37

Note. P = participants, I = interviews, A = artifacts.

Throughout the four face-to-face virtual interviews, participants were asked to
describe cognitive CQ practices they use when leading their organization. Although their
experiences were broad, all of the participants referred to their personal and professional
backgrounds and how that led to their leadership abilities (Research Question 1). All
participants mentioned the importance that their professional and personal experiences
had in their leadership abilities. Participant 1 shared that when dealing with people of
different cultures, a president has to take responsibility and accountability even when
they did not create the system in use. Participant 3 further explained that when she was
growing up, there were not a lot of women of color, and she inadvertently is seen as a
mentor and role model.
Equally important, all four participants mentioned the importance of always
being self-aware of their backgrounds and how that shaped them as a leader. Participant
2 reflected on how her education and personal experiences helped shape her view in
different cultural settings:

both from that sort of training aspect to understand that different cultures handle
things in different ways, but also from

134

understanding how they will contribute to the conversation or the
really important.
Similarly, Participant 4 shared about being shaped by his upbringing in Mexico and the
navigating of his personal life in his familial community cultural space at home and also
within school. He stated,
For me that prepared me for this kind of duality. And then that influence and

different spaces. So, I think that helps shape some of those, in terms of
understanding and listening to different perspectives, because I was living it.
Moreover, educationally, Participant 4 took courses in college to learn about various
cultural studies.
So, I took African American studies, I took Chinese studies, Native American

om a course, but it does

basic needs, we have them all in common right. We all need to be you know fed,
clothed have a house, feel included, etc., you know those are the kind of the
fundamental pieces.
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Theme 3: Create a Safe, Welcoming Space to Gather Knowledge About Similarities
and Differences About Cultural Practices
The data collected resulted in this theme, which in other words means presidents
allowed for a space of listening, communication, for perspectives to be shared, and for
those coming into that space to feel safe and welcome in sharing. Participant 1 reflected
on the critical nature of this theme to create an environment where our students see us
For
example, Participant 1 mentioned that he uses student clubs on campus to welcome and
engage students. Through different affinity groups they can join and participate in
different student activities. He looks at how the data represent and connect to the
students and whether or not they are or are not feeling welcome in the classroom.
During the interviews, this theme was apparent from all four participants, producing 26
responses from face-to-face virtual interviews (Table 5).
Table 5
Cognitive Cultural Intelligence Practices Safe and Welcoming Space
Theme

P

I

A

Total

3. Create a safe, welcoming space to gather
knowledge about similarities and
differences about cultural practices

4

23

3

26

Note. P = participants, I = interviews, A = artifacts.

Throughout the four face-to-face virtual interviews, participants were asked to
describe cognitive CQ practices they use when leading their organization (Research
Question 1). Although their experiences were different, all of the participants referred to
their ability as the importance in creating a safe, welcoming space, while listening,
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communicating, and gathering perspectives. Participant 2 discussed various opportunities
she uses to get to know students to create a space for a safe environment by chaperoning
field trips, participating in clubs, and creating student centered YouZoom events where
students are invited to come, openly ask questions, and receive updates regarding what is
happening at the institution.
Participant 3 furthered explained that she utilizes listening sessions to allow space
for others to share their perspectives and to gain clarity with staff and managers. She
shared a Facebook post for the college that described the upcoming listening sessions
with days, times, locations, and topics. When she shows up in a space she is
mindful
Jennifer showing up for a psychology class right there, Jennifer whoever she is in
you know outside and the home and the family and all o

Furthermore, Participant 3 shared,
I recognize that even when someone is completely dissatisfied and wants to
complain, their story, their perspective, their experience matters and needs the

create that space and say, yes, and I still need for you to do your job.
Data Analysis for Research Question 2

California community college presidents describe the metacognitive CQ practices they
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The following section displays the qualitative data that were coded into themes
from the four interviews with presidents. The data presented were collected from two
interview questions, Questions 3 and 4. The following subsections outline the responses
to Research Question 2. Table 6 shows the theme and frequency counts.
Table 6

Themes

P

I

A

Total

4. Anticipate for and prepare to respond to
cultural differences when building
partnerships with internal and external
partners for institutional change

4

31

2

33

5. Create intentional practices to listen,
communicate, connect and authentically
shop up as open and disarming into
spaces

4

25

4

29

Note. P = participants, I = interviews, A = artifacts.

In summary, all of the participants experienced building partnerships with internal
and external partners for institutional change. All four participants also created
intentional practices to listen, communicate, connect, and authentically show up as open
and disarming into spaces. The most frequent experience for these presidents was
anticipating for and preparing to respond to cultural differences when building
partnerships with internal and external partners for institutional change with 33
frequencies. As mentioned above, this information regarding the metacognitive practices
they use was gathered from the third and fourth interview questions. An analysis of the
qualitative data for the themes in answering the second research question with individual
experiences is outlined in the following section.
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Theme 4: Anticipate for and Prepare to Respond to Cultural Differences When
Building Partnerships With Internal and External Partners for Institutional Change
Analysis of the data collected resulted in the emergence of a frequency of 33 for
this research question. All presidents stated that building partnerships for institutional
change was important when leading their organization. In other words, presidents
actively build partnerships that look at policies, practices, and planning processes that
focus on equity, diversity, and inclusion with internal and external partners. This theme
was evidenced from four face-to-face virtual interviews with a frequency of 33 (Table 7).
Table 7
Metacognitive Cultural Intelligence Practices Anticipate and Prepare
Theme

P

I

A

Total

4. Anticipate for and prepare to respond to
cultural differences when building
partnerships with internal and external
partners for institutional change

4

31

2

33

Note. P = participants, I = interviews, A = artifacts.

All presidents described that building partnerships with internal and external
partners for institutional change was an important practice when leading their
organization. In addition, all mentioned working with internal and external partners,
whether employees, leaders, organizers, students, or community members. Participant 2
mentioned that before going into a conversation with a surrounding Native American
tribe (the college is situated on Native land), she did research to identify best practices in
understanding their experiences and how language and conversations impacted them.
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I did try to be really careful about using open-

Participant 3, similar to Participant 2, also utilized preparation before meeting
with external partners. Before speaking at events, she pays attention to and reads the
audience to see the representation that she needs to bring. She always shows up
authentically as herself, but in certain events the aspect of her being a Chicana president
is more important, and during other events it is that she is a Chicano mother to daughters.
She reflected,
For some aspects of the local community, the most important thing for them

community spaces are either both inviting me to show up or how I enter that
space.
Participant 1 mentioned that they partnered with an outside organization to look at
their current procedures, but they ended up using an internal employee who created a
step-by-step process in looking at their procedures and whether or not they need to be
changed. This six-step process has since been implemented within the college to look at
whether or not procedures are for the betterment of the population for which it applies.
Participant 4 shared an example about building partnerships with internal and
external partners for institutional change. He reflected on celebrations that would take
place on campus and communications he would have with faculty and staff to ensure that
student
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acknowledging that they may not take place in food celebrations like barbeques during
specific religious events or times. He shared,
to celebrate, but it also happened to be

you know may not have eaten, you know during the day and you know be
cognizant of some of the decisions you make based on that and some of the

Theme 5: Create Intentional Practices to Listen, Communicate, Connect, and
Authentically Shop up as Open and Disarming Into Spaces
The data collected resulted in this theme, which in other words means presidents
actively used listening, communication, connection, data analyzation, research
gathering, and authentically showing up into spaces by being open and disarming. For
example, Participant 1 reflected that it goes back to being willing to listen and to
ich was

these healing sessions, where we listened more. What also resulted was a student forum
s a college
they listened to the students and heard what they had to say. What resulted was
-led
observations. The same research was implemented at their college to support the
concerns students had. What resulted was their research findings and how to implement
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this equity work at the college. During the interviews, this theme was apparent from all
four participants, producing 25 responses from face-to-face virtual interviews (Table 8).
Table 8
Metacognitive Cultural Intelligence Practices Create Intentional Practices
Theme

P

I

A

Total

5. Create intentional practices to listen,
communicate, connect and authentically
shop up as open and disarming into
spaces

4

25

4

29

Note. P = participants, I = interviews, A = artifacts.

All four participants mentioned examples of intentional practices to listen,
communicate, connect, and authentically show up as open and disarming into spaces
when leading their organization. Participant 2 shared more about the land
acknowledgement with the Native American partners in the region of her college. An
artifact in the form of an informational flyer supported this as it briefly describes the
history of the tribal land the college is on and the hopes of what the land
acknowledgement will accomplish. Participant 2 acknowledged the rural area that the
college resides in and that the institution is focused on addressing issues of diversity,
equity, and inclusion. Understanding the background and history of the city, originally
named by Native Americans, but also understanding their experiences, language, and
conversations can be impactful. She researched other institutional approaches to this
process to ensure best practices with the approach. Participant 2 spoke with Native

tried to be really careful in inviting them to participate in those conversations, because I
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t them to feel invited. You have to walk

Through the research and conversations, Participant 2 reflected on the experience
of partnering with the Native American tribe:
I did try to be really careful about using very open-ended questions, doing more
listening than I did talking. I tried to be careful about the language that I use
based off of what we knew going into the conversation.
She described the intentional practices she set in place to ensure the utmost respect for
the engagement with the Native American partners. Participant 2 stated,
You know, we tried to set really good ground rules and really clear expectations,
so that no one felt overwhelmed or overcome by the conversations; no one felt
obligated to move forward. I looked at it as a partnership, not an expectation of
them right. I always tell people that you want to come with your hands out and

hopefully to get a partnership together to work together. Also, after all of our

open to feedback from both people in the meetings which includes our
employees that have agreed to partner, as well as our Nisenan partners. I tried to
give them opportunities to say you know hey during this process, you know we

opportunities, sor
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process.
Equally important, all four participants provided examples in which they used
intentional practices with others creating the utmost importance to the situation.
Participant 3 shared her experience of authentically showing up into spaces by being
open and disarming. She reflected on different spaces and how she shows up in them
with others.
tudents definitely I tried to work hard to be disarming
to just be another community member in the room to not only make them feel but
really honor that they are the most important people in the room at that time you

She shows up in places understanding commonalities of what others have gone through,
but she reflected,
Now, more so than before recognize generationally though I may be a Chicana I

college right now. So, I can both like honor that I have some maybe
commonalities in the experience but I in no way, shape or form try to make it

She understands that showing up in a space authentically and also recognizes their
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Participant 4 shared his daily reflection when creating intentional practices to
elicit listening, communication, and connection. One example he shared was doing work
at his campus to combat systemic racism by having open dialogues of discussion
surrounding controversial topics like white privilege. He stated,
Some people were uncomfortable some people were excited about it, other
people were like what does this mean you know, what are we doing? But to me
the reflection piece around diversity, equity, inclusion, and anti-racism and
figuring out a space to create a welcoming environment is how hard you push

have you know some of our colleagues that say this should have been happening
yesterday so great keep it going and others are very uncomfortable in this work

react to that that piece.
He reflected on the challenges of providing a space to have these dialogues, but also
creating the intentional purpose behind it. He stated,

work and figuring out the push and pull but then, with the understanding that

but your environment also impacts
have some pushback because you got rural communities and different ideologies.

145

Data Analysis for Research Question 3

California community college presidents describe the motivational CQ practices they use

The following section displays the qualitative data that were coded into themes
from the four interviews with presidents. The data presented were collected from two
interview questions, Questions 5 and 6. The following subsections outline the responses
to Research Question 3. Table 9 shows the theme and frequency counts.
Table 9
telligence Practices
Themes

P

I

A

Total

6. Strive for shared understanding and
coalition building

4

32

3

35

7. Create institutional systems for learning
and success

4

25

2

27

Note. P = participants, I = interviews, A = artifacts.

In brief, 100% of the participants experienced shared understanding and coalition
building when leading their organization. All four participants also experienced creating
organizational systems for learning and success when leading their organization. The
most frequent experience for these presidents was strive for shared understanding and
coalition building with 35 frequencies. An analysis of the qualitative data for the themes
in answering the third research question with individual experiences is outlined in the
following section.
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Theme 6: Strive for Shared Understanding and Coalition Building
Analysis of the data collected resulted in the emergence of a frequency of 35 for
this research question. All presidents indicated their use of shared understanding and
coalition building. In other words, the presidents understood and recognized working
toward equity, diversity, inclusion, and racial and social justice through use of adaptable
inclusive language when they were made aware of gaps in different student groups, and
they supported everyone to work toward the same end goal even if they were on various
levels of the path. This theme supports presidents when they are leading their
organization. This theme was evidenced in four face-to-face virtual interviews with a
frequency of 35 (Table 10).
Table 10
Motivational Cultural Intelligence Practices Shared Understanding and Coalition Building
Theme

P

I

A

Total

6. Strive for shared understanding and
coalition building

4

32

3

35

Note. P = participants, I = interviews, A = artifacts.

All of the presidents said their ability to strive for shared understanding and
coalition building was essential when leading their organization. Participant 1 shared

ensure appropriate access for all students. He reflected,

do what we do, which is looking at the brutal facts. Looking at what we need to
work at, notice that we have these
this equity framework, this equity lens and do our guided pathways in that format,
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so that we can improve our student success rate, while at the same time, closing
the equity gaps right.
An artifact in the fo
pathways work by highlighting it in various aspects of the college, through an
environmental scan, strategies, and goals.
Participant 3 shared how she uses language when showing up into spaces to
enhance shared understanding and inclusivity:

and so, an example of how I changed my behavior I would say is in language in
rolling into my perspective, in my view and pushing back on my assumptions

language to include more inclusive language around female identified members in
you know I

ersectionality
and the diversity amongst this particular group.
Equally important, Participant 4 spoke in regard to having engaging dialogues
within the college and how during this he strives to provide shared understanding and
coalition building for the betterment of everyone, especially in regard to adapting
inclusive language. He shared,
You know all of us have different values in terms of our norms as well, but that
research, I think, for me, is critically important to be able, so when I am speaking,
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I

cultures and backgrounds and the students that we serve.
Theme 7: Create Institutional Systems for Learning and Success
Further analysis of the data collected resulted in the emergence of this theme, in
other words meaning that presidents ensure opportunities of learning consistently in
creating an environment that is better for everyone to succeed. During the interview,
Participant 4 mentioned institutional values, beliefs, and practices and discussed how he
leads and grounds himself during meetings when answering questions and speaking in
creating organizational systems for learning and success. He described this experience
of grounding:
cally I try to
ground myself, as I mentioned a bit ago, and some of the values that I have
based on my personal, professional, and educational background, and I let those
kind of guide whether I have to make a decision right away and use those and I
will r
deeper reflection, but I try not to do that all the time, because then people are

where I feel that you know, is this going to critically or negatively impact the
students in the community, that we serve and our faculty and staff. I will make

usually have more time to engage others and have that conversation, but I think
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my values are the ones that in my lived experience, educational background, and
professional experience have hopefully taught me enough that I, you know can
be quick on some of the pieces are questions that are asked. And then you know

strategic plan and educational master plan. So those pieces help a lot as well, so
e

something.
During the interviews, this theme was apparent from all four participants, producing 27
responses from face-to-face virtual interviews (Table 11).
Table 11
Motivational Cultural Intelligence Practices Creating Institutional Systems
Theme

P

I

A

Total

7. Create institutional systems for learning
and success

4

25

2

27

Note. P = participants, I = interviews, A = artifacts.

During the interview with Participant 1, he mentioned the work they are doing with
guided pathways and how other college work has also led to new avenues for additional
student success. He shared,
As we look at the work that we were doing for guided pathways, you know, we
had just finished the research and we knew that our data showed a need for
increased success and also closing the equity gaps and we looked at different
models, and one of the models that we really liked was creating a freshman firstyear experience and a freshman seminar with that. The freshman seminar was a
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new course that had to be created and this new course is in the interdisciplinary
studies rubric so it can be taught by anybody, which is pretty cool, because then it

for example.
He equated what they want for this process similarly to going through the health-care
system and ensuring that a person gets to see the same doctor year after year. He expanded
on this new prototype their building; the freshman seminar course comes with a built-in
student success coach attached to each section and has now served several thousand
students successfully:
You
the same doctor year after year after year. They start looking at their records and
they can make better informed decisions on their healthcare. Well, if you go in
and see a different doctor every single time, they give you the best guess on your
prognosis based on the information they have, and so the more information they

having our student success coach taking them through, also working with the
counselor by Meta major or cluster.
Similarly, Participant 2 shared how she uses dialogue with others to create those
organizational system for learning and success, which benefits the success for everyone.
She reflected on examples of making changes at the institution and of researching and
sharing information regarding cultural events through emails to the entire college and
public college social media:
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stand that this person is
working through an issue and certainly from a different perspective. I think it is
important not to agree to or support their perspective, but to instead try and make
sure that we are understanding the facts of the situation and to understand what

ose
events or create, for example, our Identity and Engagement Center because

deep understanding of who our students are, of what they were experiencing and
of the steps that we needed to take to create an environment that made it possible
for them to continue their journey here at the college. So I you know benefited
from being able to share with them who our students are, what kinds of
experiences, they were having, how it was impacting our institution and how we
needed to as a community, and as an organization in the community, create an

end those interactions face to face or those phone calls agreeing but we do leave
those interactions understanding why I think, each of us, you know have those

Data Analysis for Research Question 4

California community college presidents describe the behavioral CQ practices they use
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The following section displays the qualitative data that were coded into themes
from the four interviews with presidents. The data presented were collected from two
interview questions, Questions 7 and 8. The following subsections outline the responses
to Research Question 4. Table 12 shows the theme and frequency counts.
Table 12

Themes

P

I

A

Total

8. Adapt verbal and nonverbal behavior
when situationally appropriate

4

22

2

24

Note. P = participants, I = interviews, A = artifacts.

In summary, 100% of the participants described their ability to adapt verbal and
nonverbal behavior as an important practice when leading their organization. The theme
emerged with 24 frequencies for the research question. As mentioned above, this
information regarding the CQ practices was gathered from the seventh and eighth
interview questions. An analysis of the qualitative data for the themes in answering the
fourth research question with individual experiences is outlined in the following section.
Theme 8: Adapt Verbal and Nonverbal Behavior When Situationally Appropriate
Further analysis of the data collected resulted in the emergence of this theme, in
other words meaning that presidents adapted verbal and nonverbal behavior when
representing specific roles to fit the situation with different group circumstances and
understanding that behavior is applied by treating others through their preferences. This
theme was evidenced from four face-to-face virtual interviews with a frequency of 24.
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All presidents stated that adapting verbal and nonverbal behavior was essential
when practicing CQ and leading their organization. Participant 1 shared the continual
need to adapt as times change and society advances and provided an example of
correcting language used during a conversation with students. He said,
You know those are some of the experiences that really have shaped where I am
now, knowing that certainly not where I need to be. But we have to you know,
keep our brain open so that we can adapt as our times change.
Participant 2 shared that she considers the cultural beliefs of those individuals at
the college when planning events or speaking and adjusts her verbiage and behavior
based on her observations even if it is uncomfortable. An artifact in the form of a video
was supportive of this; it showed her discussion of various topics in support of the
surrounding environment, college, and those it services. Participant 2 reflected,

having conversations like that and you can sort of feel your heart rate increasing,
you have to
make sure that you, you know drop your hands and your shoulders and you are

everybody was trying to teach you.
Also, she mentioned the adjustment needed from initial Zoom meetings with
people to in-person meetings and how that called for different observational behavioral
skillset than what was used online. She said,
I do consider myself to be a pretty empathetic person, and so I spend a lot of time
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the room, and so I think that does mean that you will see me adjust my behavior
verbally
Participant 4 shared an example of when he was younger. He shared that an
assumption he made about a person was not accurate and that this experience shaped him.
He detailed,
ctive of never assuming that even if someone is of the
same cultural background, that they have the same beliefs, as you and or that they

spectrum of saying or asking what is the appropriate you know piece or doing
your research, where you can.
Summary
This chapter has provided a detailed review of the purpose statement, research
questions, and methodology, including the data collection process, population, and
sample. A comprehensive presentation and analysis of the findings developed from the
data included four interview participants with supporting evidence from artifact review.
This study was designed to discover and describe the CQ practices California community
college presidents use to lead their organization through the four dimensions of Ang et

Eight themes emerged from the data regarding the CQ practices California
community college presidents use. In addition, these data were aligned with the four
dimensions of the Ang et al. (2007) CQ framework used for the study. These dimensions
include cognitive, metacognitive, motivational, and behavioral (Table 13).
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Table 13
Research Questions, Themes, Participants, Frequency
Research question
Research Question 1

Research Question 2

Research Question 3

Research Question 4

Theme

Participants

Freq.

1. Connect and understand students,
employees, the institution and its role in
the community
2. Use personal and professional
experiences
3. Create a safe, welcoming space to
gather knowledge about similarities and
differences about cultural practices

4

45

4
4

37
26

4. Anticipate for and prepare to respond to
cultural differences when building
partnerships with internal and external
partners for institutional change
5. Create intentional practices to listen,
communicate, connect and authentically
shop up as open and disarming into
spaces

4

33

4

29

6. Strive for shared understanding and
coalition building
7. Create institutional systems for learning
and success

4

35

4

27

8. Adapt verbal and nonverbal behavior
when situationally appropriate

4

24

Chapter V presents a final summary of the research study, which includes
significant findings, unexpected findings, and conclusions drawn from the study.
Following the findings and conclusions are implications for action, recommendations for
further research, and concluding remarks and reflections.
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CHAPTER V: FINDINGS, CONCLUSIONS, AND RECOMMENDATIONS
Findings, conclusions, and recommendations are presented in the final chapter of
this research study. The key findings are reported, followed by the conclusions drawn
from those findings. A discussion regarding the implications for action outlines cultural
intelligence (CQ) practices that can be used when leading an organization. Additionally,
there are recommendations for future research that may add to the breadth and/or depth of
knowledge surrounding the topic of CQ practices that California community college
presidents use when leading their organization. This final chapter concludes with the

Methodology Review
A qualitative multicase study was used to describe the CQ practices California
community college presidents use when leading their organization. The methodology was
designed to answer these research questions, starting with the central question, followed
by the four research subquestions:
Central Question
How do California community college presidents describe the CQ practices they
use based on

four-dimensional CQ framework: cognitive,

metacognitive, motivational, and behavioral, when leading their organization.
Subquestions
1. Cognitive. How do California community college presidents describe the
cognitive CQ practices they use when leading their organization?
2. Metacognitive. How do California community college presidents describe the
metacognitive CQ practices they use when leading their organization?
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3. Motivational. How do California community college presidents describe the
motivational CQ practices they use when leading their organization?
4. Behavioral. How do California community college presidents describe the
behavioral CQ practices they use when leading their organization?
A qualitative multicase study was used to describe the CQ practices California
community college presidents use when leading their organization. The researcher
conducted in-depth interviews with four California community college presidents who
had led their organization using CQ practices. The four qualitative interviews were
conducted virtually through Zoom and were recorded with permission. The data obtained
for the study were stored securely by the researcher.
The population for the current study was California community college presidents
who use CQ practices to lead their organization. Because it is not practical to study all
116 community college presidents in California, the target population of this study was
those presidents who completed The Aspen Presidential Fellowship for Community
College Excellence program. The presidents completed one of two transformational
leadership fellowships within the college excellence program, either The New Presidents
Fellowship or The Aspen Rising Presidents Fellowship.
To determine the number of community college presidents in California, the
researcher reached out to the Aspen Institute to gather specific data for the target
population. Out of the 116 California community colleges, the Aspen Institute confirmed
who completed one of two Transformational Leadership Fellowships within the college
excellence program, either The New Presidents Fellowship or The Aspen Rising
Presidents Fellowship. Through research and connecting with the Aspen Institute, a
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confirmation of 295 community college individuals completed one of the two fellowship
programs. To identify a sample population of California community college presidents
for this study, purposeful sampling criterion was created. According to Patton (2015),
urposeful sampling is a selection process designed to identify information-rich cases
that allow the researcher to understand better the issues for which there is not a strong
understanding about

.

who were located in California who fit the purposeful sampling criteria. Since the
multicase study was designed to examine four cases, two Aspen Institute employees were
enlisted to support the researcher in recommending participants for this study. Of the
recommended presidents, four were able to participate in the study.
Major Findings
To establish the key findings for the current study on California community
college presidents and how they lead their organization using CQ practices, the
qualitative data were compiled and analyzed into themes. The qualitative data consisted
of data from four face-to-face virtual in-depth interviews with artifact review evidence
support from various presidents artifacts. Within the qualitative data, the researcher
established that the data having 15 or more occurrences with at least three of four
participants in the collected responses were considered a theme. The presidents lived
experiences were all considered when identifying key findings.
California community college presidents who have led their organization
described the following CQ practices they used:
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Key Finding 1
Community college presidents use their cognitive intelligence when connecting
their personal life experiences to create connections and mutual understandings among
the cultures within the community college they lead.
All four community college presidents discussed the importance of connecting
their personal life experiences to create connections and mutual understandings among
the cultures of the community college they lead, creating an inclusive community, and a
safe, welcoming space for all to learn. The key finding was repeatedly mentioned in
interviews and viewed in artifacts, validated by a high frequency count of 45 in Theme 1,
37 in Theme 2, and 36 in Theme 3. The relevance of connecting their personal life
experiences to create connections and mutual understandings among the cultures of the
community college they lead was mentioned by all participants. Participant 1 shared that
when dealing with people of different cultures, a president has to take responsibility and
accountability even when they did not create the system in use. Participant 3 further
explained,
Growing up, professionally there were not a whole lot of women of color that I
could you know turn to. I realized that, even though I may not feel like I am a
mentor or a role model or I might not feel that, but inadvertently by the positions
that I occupy that role is bestowed upon me in a lot of ways. So, I take that
seriously and so that very kind of personal and professional experience has helped
me have a level of humility, like, I am not above saying I messed up, I made the
wrong decision, I hear your critique. I think that is a kind of a collection of my
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folks who I really admire, how they show up in work or how they write about it,
but only if it makes sense to me.

about what other employees tell me,
having conversations and experiences with them and hearing from student leaders as
d how her start during the pandemic allowed more time to

further described that she started her presidency during the COVID-19 pandemic, and
though it caused a lot of challenges, it also benefited her in that there were fewer large
public events, receptions, dinners, and lunches that she had to go to. She stated that
because of those challenges,
It gave me an opportunity to be able to spend more time diving into really
understanding our institution, both the employees and the students that are here in
a part of our community. I got to spend a lot of time with our researchers
understanding the student demographics who they were, who they are, how that
was changing. And it really accentuated the need to have a deeper understanding
of who they are, so that we could meet their needs, as we were in the midst of this
emergency sit
Participant 1 reflected on the critical importance of creating an inclusive
community and in so doing, creating a safe, welcoming space. He said, Create an
environment where our students see us as a college of first choice, but more importantly,
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student clubs on campus to welcome and engage students through different affinity
groups they can join and participate in different student activities. He said,
You disaggregate the data and you can see how students are performing and if

your college. Right, that they do not feel welcome in your college and that could

these culturally relevant materials into the classroom.
Furthermore, Participant 4 shared his vast experiences working in various
community colleges and how that has elicited his learning experiences in creating an

serving others, you get a sense of what the needs might be and what are the issues that are
d an example of how to
create a welcoming, safe space for students by ensuring that their needs were met. He
reflected on an example of the campus providing blankets to the Muslim students that
were placed around areas of the campus and in hallways, facing certain directions
because the Muslin students had a set time they needed to pray and in a certain direction.
Key Finding 2
Community college presidents use their metacognitive intelligence when they
anticipate for and prepare to respond to cultural differences with internal and external
partners by establishing norms of cultural acceptance to support culture changes.
All four presidents discussed the importance of intentional listening when leading
their organization by creating inclusive practices when communicating and connecting
within the community and showing up in spaces for dialogue. Through the establishment
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of institutional norms of cultural acceptance and building connections with internal and
external partners, this supported the necessary culture changes at the college. The key
finding was validated by a high frequency count of 33 in Theme 4 and 29 in Theme 5.
All four participants mentioned the importance of intentional listening when
leading their organization by creating inclusive practices when communicating and
connecting within the community. Participant 2 mentioned how she was working with
internal and external partners surrounding the Land Acknowledgment Agreement with
the surrounding Native American tribe because her college is situated on Native land. She
included Native employees, community members, and college employees during this
agreement process. During this communication process with the Native American tribe,
she stated,

.

about using openfor going into this conversation was to listen more than speaking and to research best
practices in understanding their experiences and how language and conversation
impacted them. Participant 2 specifically mentioned discussing specific verbiage of the

understanding and relationship on communicating and connecting appropriate word
choices. She acknowledged the need to work together through challenges. Participant 2
stated,

includes our employees that have agreed to partner, as well as our Nisenan
partners. I tried to give them opportunities to say you know hey we you know,
during this process, you know we wrote this word in the land acknowledgement
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All four participants referenced the established institutional norms of cultural
acceptance and built connections with internal and external partners to support necessary
culture changes needed at the college. Participant 1 shared that his college partnered with
an outside organization to look at their current policies to elicit support in creating a stepby-step process for looking at their institutional policies and whether or not they need to
be rectified. During this process of working with this outside organization, it was an
internal employee who ended up creating a six-step process. Participant 1 shared,
What we eventually ended up coming up with to look at our own policies and
business practices is the six-step process where you look at a policy and you ask

importantly, and does a change need to be made and if the change needs to be
made; then you kind of have to make the change and then restart over these
questions.
Participant 1 noted that his assistant was the creator of this process and after several days
came back with this really simple six-step process. His response to the creation was,

six-step process, he shared one policy that has changed because of this new procedure.
Participant 1 shared,

164

An example of looking at our existing business practices is our President s Honor

make it. And the reality, though, is when you have about 65 to 70% of your
students that are part time and then you have some students with disabilities, that

t time students are students of color. So,
what we ended up doing was we change this policy, where in the two long
semesters, for our part time students, you could you have to take 12 credit hours
in the two long semesters fall and spring. What happened was 3,000 more

He shared those newly qualified students were calling him crying from the joy of them
making the President
This process has since become a procedure on campus to establish institutional
norms of cultural acceptance and has allowed for continued partnership building with
internal and external partners to support necessary cultural shifts needed at the college.
Changes are continuing to be made with the data collected regarding the policies being
looked at within the college. Participant 1 shared,
The vice presidents are taking those six steps, and then we have a spreadsheet that

jotting it down, so in terms of specific data for that particular change.
Since its implementation he has shared it with others and their reactions were similar to
his when it was initially introduced to him. Participant 1 stated,
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h my God,
to figure out how to do this for years! How did you come up with it

A

Key Finding 3
Community college presidents use their motivational intelligence when they lead
by directing their energy and attention through coalition building with a shared
understanding and functioning in different cross-cultural situations.
As evidenced in the data for Themes 6 and 7, validated by a high frequency count
of 35 in Theme 6 and 27 in Theme 7, all four presidents used culturally intelligent
motivational practices when leading their organization by striving for a coalition building
through a shared understanding in creating institutional systems for the learning and
success of the students. All four presidents in this study repeatedly mentioned that
establishing shared understanding in their organizational systems for the learning and
success of the students was essential. Participant 2 described her beliefs in moving along
the path of providing a more diverse, equitable, and inclusive journey for students. She
shared,
For the institution in this leadership role, I find that you have to create systems
that ensure that there are opportunities for this kind of learning consistently. I
,
you know, better understanding, who we serve, understanding issues of diversity,
equity, and inclusion, understanding who you work with, as long as you are on the
journey, which is an action verb of moving forward. If you are not on the journey,
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continually be, you know, a better colleague, a better, you know insert whatever
your role is here to students, etc.
Participant 4 shared, in regard to having engaging dialogues within the college,
and that during this he strives to provide shared understanding and coalition building for
the betterment of everyone, especially in regard to adapting inclusive language. He
shared,

mentioned before, the vocabulary matters and then picking my words I think are

understanding some of the cultural norms, right? Some cultures are more open,
you know, to kind of figure out what the exact word to be in more open and jovial
about conversations [and] others more reserved, you know very conservative in
the conversation, etc. All of us have different values in terms of our norms as
well, but that research, I think, for me, is critically important to be able, so when I

, right? A
important,

think you can honor the

various diverse cultures and backgrounds and the students that we serve. Through
that kind of effort (right?) of doing the research and speaking to some of the key
to create a
space of where people feel comfortable. You can have a conversation in a space
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, hopefully, I was able to articulate it that

Participant 3 shared that she was building the environmental system for learning
and success within her college and the community. She noted that she is the cofounder of
an organization that focuses on professional development and education around Latino,
Latina, and Latinx professionals and student access. She commented on the collaboration
with other groups as well, like AMEND, which focuses not only on African American
males but also on African American females and APAHE for Asian Pacific Americans in
higher education. She shared that she strives for shared understanding and coalition
building.
So, I focus my energy and attention in those spaces that call for coalition building
and for shared understanding and the recognition that we can, in this case, we can
all be working toward equity and racial and social justice and it looks different for
each of our groups, even though we have a common end goal. There are
differences for how our respective ethnic groups are dealing with our own
gendered spaces and class spaces and, you know, residency, nationality, language
(right?),

expert on something is the time that we
, and I just I engage with people to build firsthand experiences.
Key Finding 4
Community college presidents use behavioral intelligence when they adapt their
verbal and nonverbal behavior when interacting with individuals of different cultures.
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All community college presidents in this study used behavioral intelligence
practices (examples such as eye contact, hand shaking/hugging, active listening skills)
when leading their organization by adapting verbal and nonverbal behaviors when in
different cross-cultural situations with people of varying cultures, which was evidenced
in the data for Theme 8, validated by a high frequency count of 24. Participant 4 shared
an example of when he was younger. He shared that an assumption he made about a

know, in terms of the hugging piece, handshaking some of those, and then just not
went further into detail to explain,
taken the perspective of never assuming that even if someone is of the
same cultural background, that they have the same beliefs, as you and or that they
speak the same language as you. To me, you know, some of the that situation
taught me a lot of never assuming you know, things that are taking place. Then
you know, as I mentioned before,
assumption that people shake hands, hug, you know do what they need to do, kiss,

dth and spectrum
of saying or asking what is the appropriate, you know, piece or doing your
research, where you can.
Participant 3 reflected on how her verbal behavior shifts depending on the group
she is speaking with and the subject matter. She shared several examples of how this
looks different in various contexts. She described an experience speaking with
colleagues:
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I said,

,

triangulating it with the students, right? And when all that is said and done, like
when you strip all of that,
planning work,
capacity possible,
nderstand the story that the data are telling
us. But like in that space formative, summative, multivariate, quantitative, mixed
methods, focus groups, right? It just like comes out. So I feel like my behavioral

She compared her experience entering a space as a woman and how this also looks
different. She said,
I will tell you that is different from when I enter into a space as a woman, a

going to be male dominated, White dominated. I have absolutely no problem
owning the space in a way that signals to them like I am supposed to be in the

Similarly, she shared that when she enters a space in a different role, she modifies her
behavior as well. She stated,
I take into consideration what is my role in this experience. Am I the lead
administrator, am I in a room among colleagues, am I peer level, in the
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the content is, what part of me or which parts of me are potentially more valuable
to the work?
Comparatively speaking, she described how she modifies her behavior when entering a
o hear

Conclusions
The key findings resulted in four conclusions based on the experiences of current
California community college presidents who have led their college organizations using
CQ practices. The four conclusions have supporting evidence drawn from the qualitative
data as well as from the literature.
Conclusion 1
It is concluded that community college presidents, who lead by connecting to the
personal life experiences of everyone, understand and respect the similarities and
differences of the norms, practices, and conventions of students, staff, and the
community, which translates to an inclusive, safe, welcoming environment for all to
learn.
The literature concludes that Hall (1959) clarified that to provide the mental

the exhibition of the appropriate actions based on the specific cultural values within that
pers
(Berry, 1984; Serpell, 2000; Sternberg & Kaufman, 1998; Wober, 1974), it is important
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that conceptions of intelligences are evaluated with different cultures in mind (Ang et al.,
2007). Vijayaragavan (2008) argued that influential leadership is high performing, which
leads to a key role in forming, changing, and modeling the interactions with other

notions, behaviors, and engagements. Therefore, presidents must demonstrate these
essential workings as they lead their organization. The following evidence supports this
conclusion:
1. All presidents described CQ practices used when leading their organization. The
experiences of the presidents and the relevance of connecting to the personal life
experiences of everyone was mentioned by all participants with a frequency count
of 37 and was mentioned in all four interviews giving it an average of a little over
nine mentions per participant.
2. All presidents shared that understanding and respecting the similarities and
differences of the norms and practices of students, staff, and the community
translates to an inclusive, safe, welcoming environment for all to learn. All of the
presidents noted that their varied leadership experiences in education, professional
development, and life supported their preparedness in responding to diverse
others during cross-cultural interactions.
Conclusion 2
It is concluded that community college presidents who intensely listen, respect all
cultures and build relationships with cultural norms during cross-cultural situations are
open to relationships and dialogue, valuing the diverse cultures within their college and
community.
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cultur
the ability to inquire about cultural expectations and alter their mental mindset during and
after engagements (Brislin et al., 2006; Triandis, 2006). Presidents have a more acute
understanding of their expected role and behavior in cross-cultural situations with diverse
people when using metacognitive CQ practices (Ang et al., 2007). The following evidence
supports this conclusion:
1. All presidents discussed the importance of listening intently when leading the
organization, especially when connecting with internal and external partners and
the community. The experiences of the presidents and the relevance of listening
was mentioned by all participants with a frequency count of 29 and was
mentioned in all four interviews giving it an average of a little over seven
mentions per participant.
2. Participants mentioned shared understanding in establishing norms of cultural
acceptance to support cultural change at their college with a frequency count of
33. It was mentioned in all four interviews giving it an average of a little over
eight mentions per participant.
Conclusion 3
It is concluded that community college presidents who lead their college by
directing their energy and attention to coalition building and cultural institutional systems
create institutional systems for the learning and success of the students.
According to Kaiser et al. (2012), effective leadership is substantially impactful
when utilizing interpersonal approaches, focusing on the impact of engagement and the
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strategic application of whole center approaches, looking toward the end
accomplishment. Over time, the engagement and whole center approach with CQ
practices when leading the organization create institutional systems for the learning and
success of the students. The following evidence supports this conclusion:
1. Presidents reported 27 frequencies over four interviews with an average of a
little over six mentions per interview as they direct their energy and attention to
building cultural institutional systems when leading their organization.
Individuals who have high motivational CQ have the mental capacity to direct
and maintain the energy being used on a specific task or situation, recognizing
that this trait is critical to addressing problems outside the context (Ceci, 1996).
2. All four participants mentioned the importance of creating institutional systems
for the learning and success of the students. The potential of understanding and
sustaining the energy toward diversity is necessary for effective connections
(Brooks & Schweitzer, 2011; Wood et al., 1990).
Conclusion 4
It is concluded that community college presidents who adapt their verbal and
nonverbal behavior in culturally sensitive and respectful way, create a culturally inclusive
environment.
It is highly important to exhibit appropriate behavior in cross-cultural contexts

et al., 2012, p. 305), relying heavily upon what they gain from their
senses (sight, hearing) and also from cues picked up verbally, vocally, facially, and
bodily (Hall, 1959). Utilizing the various characteristics displays respect, genuineness,
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morality,

,

and conventions (Spencer-Oatey & Xing, 2008). A president who implements practices

The following
evidence supports this conclusion:
1. With a frequency count of 24 with four interviews, giving an average of six
CQ
practice from community college presidents when leading their organization.
Implications for Action
Implication for Action 1: Presidents Completion of a Leadership Program, Such as
of one of the two Aspen Institute Transformational Leadership Fellowship
Programs
New or existing presidents who have not completed one of the two Aspen

extensive program would complete the program within 5 years. The presidents will be
mentored by a veteran president of a least 5

d the

their
constituents and utilizes the complexities of the presidency. When visiting the mente
campus, the mentor will view how the mentee interacts with their constituents and
manages the presidential complexities. They shall debrief together based on observations,
positives, and areas for improvement. The debrief shall include relevant experiences or
practices that require the use of CQ and room for expansive growth on managing
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situations differently in the future. State grants can be utilized to pay for travel expenses
and other expenses that incur with the program chosen and visiting the ment
Implication for Action 2: Vice Presidents Completion of a Leadership Program,
Such as of one of the two Aspen Institute Transformational Leadership Fellowship
Programs
New or existing vice presidents who have not completed one of the two Aspen

complete the program within 5 years. The vice presidents will be mentored by a veteran
vice president with at least 5

ram

campus, the mentee will view how the mentor interacts with their constituents and
utilizes the complexities of the

, the

mentor will view how the mentee interacts with their constituents and manages the vicepresidential complexities. They shall debrief together based on observations, positives,
and areas for improvement. The debrief shall include relevant experiences or practices
that require the use of CQ and room for expansive growth on managing situations
differently in the future. State grants can be utilized to pay for travel expenses and other

Implication for Action 3: Presidents Completion of Ethnic Study Courses of
Varying Cultures
New or existing presidents who have not taken ethnic study courses of different
cultures to look at the history, heritage, and contemporary lives and challenges of various
populations needs to be completed within the first 2 years of their presidency. They will
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establish learned knowledge and skills to understand, communicate, appreciate, and work
within the diverse and rich society of populations of people. They will need to complete
at least five courses of various studies, such as African American Studies, American
Indian Studies, Asian American Studies, or Chicano Latino Studies. The presidents shall
reflect on the cultures and apply appropriate information learned, in combination with
research during contextual situations, such as speaking on Martin Luther King Jr. Day or
Native American Heritage Month. Afterwards, the president will debrief with other
colleagues to discuss observations, positives, and areas of improvement. The debrief shall
include relevant experiences, practices, or acquired knowledge of the content to ensure
use of CQ and room for expansive growth on managing situations differently in the
future.
Recommendations for Future Research
The current study added findings and conclusions to the literature regarding
California community college presidents who use CQ practices when leading their
organization. While the current study was a snapshot of the experiences of California
community college presidents leading their organization with CQ practices, it has the
potential to invite future researchers to further explore community college presidents and
CQ practices. Based on the data from the current study, the following are recommended
for future research:
1. This study focused on community college presidents who utilized CQ practices
when leading their organization within the state of California. A multiple case
study expanding to other states would provide further strength and information to
the findings and conclusions of this study.

177

2. This study was used as a multiple case study gathering qualitative data from the
experience of California community college presidents. A future quantitative case
study approach that includes questionnaire data, such as from the 360-degree
performance questionnaire provided to employees (staff, faculty) to evaluate the
perception of how presidents lead. The presidents would complete the
questionnaire and their data responses would be compared and contrasted to the

they lead.
3. A future qualitative multiple case study approach that includes data from more
diverse community college presidents would add breadth and depth to the
research. Since this study had four participants, the demographic data of ethnicity
was not as diverse as including more participants for the study. Future research
with diverse presidents and CQ practices can lead to the advancement and
opportunities to increase CQ practices within the college system.
4. A qualitative case study examining the CQ practices used by community college
presidents who have been a president for over 5 years would provide further depth
in the limited research on CQ practices used by college presidents. This study had
limitations on presidents within the first 5 years of their presidency. Using
presidents who have longer experience may provide CQ practices that lead to the
advancement and opportunities to increase the application of CQ practices within
the college system.
5. This study was used a multiple case study gathering qualitative data and
experiences of California community college presidents. A future qualitative
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multiple case study approach that includes data from vice presidents and the CQ
practices they use in their role and when acting president at the college. Using
vice presidents and understanding the CQ practices they use will increase the
strength and information to the findings and conclusions of CQ usage in a college
system.
6. This study used a multiple case study gathering qualitative data and experiences
of California community college presidents who were all located within the same
region of California. A future research study would be with presidents within a
rural versus a suburban area. Having the various perspectives of presidents
leading in rural versus suburban areas would provide additional findings and
conclusions for CQ practices in a community college and whether there are
differences of practice application with location.
Concluding Remarks and Reflections
Having attended a California community college to pursue my associate s degree
as a student provided me with a unique lens of understanding the importance of CQ
within the college system. Moreover, transitioning from a California community college
student to an employee further clarified the importance of CQ in the college system, not
only with students but also with staff and faculty as well. One of the best learning
opportunities a person can provide others is to lead by example. I believe that when staff
and faculty provide a solid foundation that can be replicated in various levels by different
people, this is the essence of CQ.
Embarking on this program and dissertation journey was meaningful, insightful,
thought-provoking, and inspiring. It was exciting to see how the research unfolded and
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the potential application in support of future educational outcomes once it is published. It
required time, persistence, devotion, and a willingness to be open and learn from those in
higher authority positions at the college and how they manage their work while leading
with culturally intelligent practices. Researching, writing, and conducting my own
research has been a monumental learning opportunity that is but a closing of one chapter
and a beginning of a new one. This newfound quest for knowledge and research will be
carried with me as I continue to work within the community college system.
A debt of gratitude is extended to the people who have made this endeavor a
possibility: my family, professors, colleagues, friends, cohort and cohort mentor, my
committee, and the participants of my study who graciously gave their time, knowledge,
experiences, and expertise for the greater good of expanding the research and knowledge
base of California community college presidents and how they lead their organization
using culturally intelligent practices. The honesty and willingness for the participants to
open up and share their wisdom and experiences, will support me as I continue to
navigate the ranks of higher education. The lessons learned from simple things people
often overlook, like introducing ourselves, using names, or even simply listening will be
carried with me as I continue to serve the higher education field.
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APPENDIX A
Invitation Letter
RESEARCH STUDY FOR CULTURAL INTELLIGENCE PRACTICES
COMMUNITY COLLEGE PRESIDENTS USE TO LEAD THEIR
ORGANIZATION

January ____, 2022
Dear Prospective Study Participant:
You are invited to participate in a multi-case study about community college presidents
and the role cultural intelligence plays in their leadership as they lead their organization.
The main investigator of this study is Jennifer Marta, Doctoral Candidate in University of
Massachusetts Global Doctor of Education in Organizational Leadership program. You
were chosen to participate in this study because you are a president in a California
Community College, who met the criteria for this study because of your known expertise
as a president.
Four community college presidents from California will participate in this study through
an electronic interview. Participation in the interview should require about one hour of
your time which is entirely voluntary. You may withdraw from the study at any time
without any consequences.
PURPOSE: The purpose of this qualitative multi-case study is to discover and describe
the cultural intelligence practices California Community College presidents use to lead
their organization through the four dimensions of Ang et al. (2007) cultural intelligence
(CQ) framework.
PROCEDURES: If you decide to participate in the study, you will be sent an email link
to meet via zoom. A virtual interview (via zoom) will be scheduled that will last
approximately one hour. For the interview, you will be asked a series of questions
designed to allow you to share your experiences as a president regarding the use of the
four dimensions of CQ while you provide leadership within your diverse college. The
interview session will be audio-recorded and transcribed.
RISKS, INCONVENIENCES, AND DISCOMFORTS: There are minimal risks to
your participation in this research study. It may be inconvenient for you to arrange time
for the interview questions, so for that purpose enough time will be given to you to
schedule the interview according to your availability.
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POTENTIAL BENEFITS: There are no major benefits to you for participation, but
your feedback could help identify the benefits of utilizing CQ in your leadership when
working with diverse populations and your multicultural perspective when appropriately
responding to diverse populations. The information from this study is intended to inform
researchers, policymakers, and educators.
ANONYMITY: Records of information that you provide for the research study and any
personal information you provide will not be linked in any way. It will not be possible to
identify you as the person who provided any specific information for the study.
You are encouraged to ask questions, at any time, that will help you understand how this
study will be performed and/or how it will affect you. You may contact me by email at
jmarta@mail.umassglobal.edu. You can also contact Dr. Tim McCarty, dissertation chair
by email at tmccarty@umassglobal.edu. If you have any further questions or concerns
about this study or your rights as a study participant, you may write or call the Office of
the Executive Vice Chancellor of Academic Affairs, UMass Global, 16355 Laguna
Canyon Road, Irvine, CA 92618, (928) 246-5268.
Respectfully,

Jennifer Marta
Jennifer Marta
Doctoral Candidate, UMass Global
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APPENDIX B
Informed Consent and Confidentiality Form
RESEARCH STUDY TITLE: Cultural Intelligence Practices Community College
Presidents Use to Lead Their Organization
University of Massachusetts Global
16355 Laguna Canyon Road
Irvine, CA 92618
RESPONSIBLE INVESTIGATOR: Jennifer Marta, Doctoral Candidate
TITLE OF CONSENT FORM: Research Participant s Informed Consent Form
PURPOSE OF THE STUDY: The purpose of this qualitative multi-case study is
to discover and describe the cultural intelligence practices California Community College
presidents use to lead their organization through the four dimensions of Ang et al. (2007)
cultural intelligence (CQ) framework.
In participating in this research study, you agree to partake in an interview. The
interview will take a minimum of 1 hour and will be audio-recorded. The interview will
take place via zoom. During this interview, you will be asked a series of questions
designed to allow you to share your experiences as a president in a California Community
College. Additionally, you will be asked to share your professional resume.
I understand that:
1. There are no known major risks or discomforts associated with this research. The
session will be held via zoom due to COVID-19 and to take safety precautions.
Some interview questions may cause me to reflect on barriers and support systems
that are unique to my lived experience and sharing my experience in an interview
setting may cause minor discomfort.
2. There are no major benefits to me for participation, but a potential benefit may be
that I will have an opportunity to share my lived experiences as a president in a
California Community College. The information from this study is intended to
inform researchers, policymakers, and educators.
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3. Money will not be provided for my time and involvement; however, I will receive
gift of appreciation from the researcher following the interview.
4. Any questions I have concerning my participation in this study will be answered
by Jennifer Marta, UMass Global Doctoral Candidate. I understand that Ms.
Marta may be contacted by phone at (xxx) xxx-xxxx or email at
jmarta@mail.umassglobal.edu.
5. I understand that I may refuse to participate or withdraw from this study at any
time without any negative consequences. Also, the investigator may stop the
study at any time.
6. I understand that the study will be audio-recorded, and the recordings will not be
used beyond the scope of this project.
7. I understand that the audio recordings will be used to transcribe the interview.
Once the interview is transcribed, the audio, and interview transcripts will be
deleted.
8. I also understand that no information that identifies me will be released without
my separate consent and that all identifiable information will be protected to the
limits allowed by law. If the study design or the use of the data is to be changed, I
will be so informed and my consent re-obtained. I understand that if I have any
questions, comments, or concerns about the study or the informed consent
process, I may contact this study s dissertation chair, Dr. Tim McCarty,
tmccarty@umassglobal.edu or phone (916) 769 2453. Additionally, you may
write or call the office of the Executive Vice Chancellor of Academic Affairs,
UMass Global, and 16355 Laguna Canyon Road, Irvine, CA 92618, (949) 3417641. I acknowledge that I have received a copy of this form and the Research
Participant s Bill of Rights.
I have read the above and understand it and hereby voluntarily consent to
the procedures(s) set forth.
_________________________________________

__________________

Signature of Participant or Responsible Party

Date

_________________________________________

__________________

Signature of Witness (if appropriate)

Date

_________________________________________

__________________

Signature of Principal Investigator

Date

UMass Global IRB December 2021
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APPENDIX D
Field Test Interviewee Feedback Questions
While conducting the interview, the interviewer should take notes of their clarification
request or comments about not being clear about the question. After you complete the
interview ask your field test interviewee the following clarifying questions. Try not to
make it another interview; just have a friendly conversation. Either script or record
their feedback so you can compare with the other two members of your team to develop
your feedback report on how to improve the interview questions.

1. How did you feel about the interview? Do you think you had ample opportunities
to describe what you do as a leader when working with your team or staff?

2. Did you feel the amount of time for the interview was ok? Was the pace okay?

3. Were the questions by and large clear or were there places where you were
uncertain what was being asked?

4. Can you recall any words or terms being asked about during the interview that
were confusing?

5.

m pretty new at
this)?
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APPENDIX E
Interview Feedback Reflection Questions for Both the Interviewer and the Observer
Conducting interviews is a learned skill and research experience. Gaining valuable
insight about your interview skills and affect with the interview will support your data
gathering when interviewing the actual participants. Complete the form independently
from each other, then discuss your responses. Sharing your thoughts will provide
valuable insight into improving the interview process.
1. How long did the interview take? Did the time seem to be appropriate? Did the
respondents have ample opportunities to respond to questions?
2. Were the questions clear or were there places where the interviewees were unclear?
3. Were there any words or terms used during the interview that were unclear or
confusing to the interviewees?
4. How did you feel during the interview? Comfortable? Nervous? For the observer:
How did the interviewer appear during the interview? Comfortable? Nervous?
5. Did you feel prepared to conduct the interview? Is there something you could have
done to be better prepared? For the observer: From your observation did the
interviewer appear prepared to conduct the interview?
6. What parts of the interview went the most smoothly and why do you think that was
the case?
7. What parts of the interview seemed to struggle and why do you think that was the
case?
8. If you were to change any part of the interview, what would that part be and how
would you change it?
9. What suggestions do you have for improving the overall process?
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APPENDIX F
Audio Recording Release & Consent Form
INFORMATION ABOUT: Cultural Intelligence Practices Community College
Presidents Use to Lead Their Organization
RESPONSIBLE INVESTIGATOR: Jennifer Marta, M.A., Doctoral Candidate
RELEASE: I understand that as part of this study, I am participating in an interview
which will be audio recorded as a digital file, per the granting of my permission.
I do not have to agree to have the interview audio recorded. In the event that I do agree to
have myself audio recorded, the sole purpose will be to support data collection as part of
this study.
The digital audio recording will only be used for this research. Only the researcher and
the professional transcriptionist will have access to the audio file. The digital audio file
will be destroyed after three years. The written transcription of the audio file will be
stored in a locked file drawer and destroyed three years following completion of this
study.
I understand that I may refuse to participate in or I may withdraw from this study at any
time without any negative consequences. Also, the investigator may stop the study at any
time. I also understand that no information that identifies me will be released without my
separate consent and that all identifiable information will be protected to the limits
allowed by law. If the study design or the use of the data is to be changed I will be so
informed and my consent obtained.
I understand that if I have any questions, comments, or concerns about the study or the
informed consent process, I may write or call the Office of the Vice Chancellor
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Academic Affairs, UMass Global, 16355 Laguna Canyon Road, Irvine, CA 92618
Telephone (949) 341-7641.
I acknowledge that I have received a copy of this form and the Research participant s Bill
of Rights.
CONSENT: I hereby give my permission to Jennifer Marta to use audio recorded
material taken of me during the interview. As with all research consent, I may at any time
withdraw permission for audio recording of me to be used in this research study.

Signature of Participant: ________________________________Date: _____________

Signature of Principal Investigator: _______________________ Date: _____________
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APPENDIX G
Interview Script
Interviewer: Jennifer Marta
Interview time planned: Approximately one hour
Interview place: Virtually Private Zoom meeting
Recording: Zoom Recording
Written: Field and observational notes
Make personal introductions.
Introduction and brief description of purpose/study:
[Interviewer states:] Good Morning/Afternoon/Evening. Thank you for agreeing
to participate in this interview. I appreciate your contribution to this study and
community college and cultural intelligence literature! As part of my dissertation
research for the doctorate degree in Organizational Leadership at the University of
Massachusetts Global in Irvine, California, I am interviewing presidents in California
Community Colleges. The purpose of the interview is to discover and describe the
cultural intelligence practices California Community College presidents use to lead their
organization through the four dimensions of Ang et al. (2007) cultural intelligence (CQ)
framework. The CQ framework helped guide this study [Display definition of CQ (zoom
participants) or refer to the copy already sent by mail (phone interview)]. The questions
are written to elicit this information. The interview will take approximately one hour and
will include 8 main questions with some follow up questions, as needed. You were sent
the definitions to review. Do you have any questions before we begin?
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Informed Consent:
[Interviewer states:] Prior to this interview you received information concerning
the purpose of the research, a copy of the interview questions, UMass Global s
Participant s Bill of Rights, and the Informed Consent form. After reviewing the
protocols, you were offered an opportunity to ask questions concerning the
research and the consent process. At that time, you provided verbal consent to be
a participant in the interview. For purposes of verifying your consent would you
again provide a verbal yes as to your consent that will be included in the
recording of this interview. Thank you. Next, I will begin the Zoom recording, to
ensure accurate recording of your responses, and ask a list of questions related to
the purpose of the study. I may take notes as the interview is being recorded. If
you are uncomfortable with me taking notes, please let me know and I will only
continue with the Zoom recording of the interview. Finally, I will stop the
recording and conclude our interview session. After your interview is transcribed,
you will receive a copy of the complete transcripts to check for accuracy prior to
the data being analyzed. Please remember that anytime during this process you
have the right to stop the interview. If at any time you do not understand the
questions being asked, please do not hesitate to ask for clarification. Are there any
questions or concerns before we begin with the questions?
I would like to remind you any information that is obtained in connection to
this study will remain confidential. All of the data will be reported without
reference to any individual(s) or any institution(s). If needed, pseudonyms
will be used. After I record and transcribe the data, I will send it to you via
email so that you can check to make sure that I have accurately captured
your thoughts and ideas.
If Interview is over the Phone/Internet: Did you received the Informed Consent
and UMass Global Bill of Rights I sent you via email? Do you have any
questions or need clarification about either of these documents? Given the
information in those documents, do you agree to participate in this study? [Later
ask for an emailed signed copy of the Informed Consent and audio release forms
for your records]
Do you have any questions before we begin? [Pause and answer questions]. I ve
examined your college resources available online and college website. The
artifacts I have reviewed are the [list the artifacts specific to the interviewerstudent demographics, their strategic plans for student success, and studentcentered programs, projects or events. While I ask you these interview questions,

224

please focus on the student population you serve. Since this study focuses on
community college presidents and the utilization of CQ in their leadership, I will
leave the definitions for display while I ask each question.
INTRO
You are a California Community College president in a diverse community.
Please continue to reflect upon your culture and leadership while answering the
following questions:
1. Cognitive-Continue to display definition
a. Can you please share how you develop an understanding and knowledge
of the students on your campus in regard to cultural norms, practices, and
preferences?
b. How does your educational background and personal and professional
experiences impact your leadership in culturally diverse situations?
2. Metacognitive-Continue to display definition
a. Can you share with me, how you reflect on others cultural preferences
before, during and after your interactions when making cultural decisions?
b. Can you give me an example of how you applied acquired knowledge,
and understanding during interactions with culturally diverse populations?
What would you do differently next time/a similar situation?
3. Motivational-Continue to display definition
a. How do you focus your energy and attention toward learning about and
interacting in different cross-cultural situations?
b. How do you recognize the need for culturally sensitive adaptations
when engaging in culturally diverse situations? Can you provide me with
an example of how you changed your behavior to fit the situation?
4. Behavioral- Continue to display definition
a. Some of my previous questions were more general, this question is
going to be much more specific in regard to how you might have adapted
your verbal and nonverbal behaviors when interacting with individuals of
different cultures. Can you share an example when you used behavioral
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modification and consciously changed when you speak and use body
language?
b. What factors (personal experiences, education, professional
experiences, particular episode or incident or occurrence) do you use when
determining what behavior (verbal and non-verbal) is situationallyappropriate?
Possible Probes that can be added to any question, for clarification:
a. Could you tell me more about that practice?
b. What were the outcomes of you using this practice?
c. Can you give me an example of how this practice impacts your
effectiveness in leading your organization?
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APPENDIX H
Alignment Chart
Purpose Statement
The purpose of this qualitative multicase study is to discover and describe the
cultural intelligence practices California community college presidents use to lead their
organization through the four dimensions of Ang et al. (2007) CQ framework.
Research Questions
The central question and four subquestions were designed to address how
California community college presidents use the four dimensions of CQ as they lead their
organization.
Central Question
How do California community college presidents describe the CQ practices they
use based on

four-dimensional CQ framework: cognitive,

metacognitive, motivational, and behavioral, when leading their organization.
Subquestions
1. Cognitive. How do California community college presidents describe the
cognitive CQ practices they use when leading their organization?
2. Metacognitive. How do California community college presidents describe the
metacognitive CQ practices they use when leading their organization?
3. Motivational. How do California community college presidents describe the
motivational CQ practices they use when leading their organization?
4. Behavioral. How do California community college presidents describe the behavioral
CQ practices they use when leading their organization?
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Metacognitive-How do
California Community
College presidents
describe the metacognitive
cultural intelligence
practices that they use
when leading their
organization?

Research questions (sub
and central)
Cognitive-How do
California Community
College presidents
describe the cognitive
cultural intelligence
practices that they use
when leading their
organization?
Theoretical Definition.
Cognitive is the skill and ability
of an individual s knowledge
structure that reflects educational
and personally learned
experiences based on a
framework of cultural value, that
depicts the understanding of a
culture s norms, conventions and
practices (Ang et al., 2007;
Hofstede, 2001). This may
include economic, legal, and
social systems of diverse cultures
and subcultures (Ang et al., 2007;
Triandis, 1994).
Operational Definition.
Cognitive is the capability to
utilize knowledge gained through
education and personal
experiences to understand
similarities and differences across
a culture s norms, practices, and
conventions (Ang et al., 2007;
Brislin, Worthley, & MacNab,
2006).
Theoretical Definition.
Metacognitive is the ability and
skill of an individual s higherorder cognitive ability to create
mental capacity to acquire and
understand cultural knowledge
through personal processes that
allow for anticipation of others
cultural preferences and creating
mental adjustments during and
after intercultural experiences
(Ang et al., 2007). This may
include acknowledging cultural
stereotypes or unique individual

Definitions

1. Can you share with me,
how you reflect on others
cultural preferences
before, during and after
your interactions when
making cultural decisions?
2. Can you give me an
example of how you
applied acquired
knowledge, and
understanding during
interactions with culturally
diverse populations? What
would you do differently

2. How does your
educational background
and personal and
professional experiences
impact your leadership in
culturally diverse
situations?

Corresponding interview
question
1. Can you please share
how you develop an
understanding and
knowledge of the students
on your campus in regard
to cultural norms,
practices, and preferences?

- What were the
outcomes?

- Could you tell
me more about
that practice?

- Can you give me
an example of
how this practice
impacts your
effectiveness in
leading your
organization?

- What were the
outcomes of you
using this
practice?

Prompts

- Can you give me
an example of
how this practice
impacts your
effectiveness in
leading your
organization?

Follow up
questions
- Could you tell
me more about
that practice?

1) College demographic data
2) Strategic plan
3) COVID protocols (e.g. access
to tech, tech supports, health
services, food pantry, etc.)
4) College or board meeting
minutes
5) Meeting minutes from student
centered activities
6) Speeches, videos, website
content for programs, projects or
events
6) Flyers, email examples

1) College demographic data
2) COVID protocols (e.g. access
to tech, tech supports, health
services, food pantry, etc.)
3) College or board meeting
minutes
4) Strategic plan
5) Speeches, videos, website
content for programs, projects or
events
6) Flyers, email examples

Artifacts
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Behavioral-How do
California Community
College presidents
describe the behavioral
cultural intelligence
practices that they use
when leading their
organization?

Motivational-How do
California Community
College presidents
describe the cognitive
cultural intelligence
practices that they use
when leading their
organization?

characteristics, but moving
beyond these variables to make
high quality cultural decisions
(Ang et al., 2007).
Operational Definition.
Metacognitive is the capability to
utilize acquired knowledge, and
understanding how to apply the
information during interactions
with culturally diverse
populations (Ang et al., 2007).
Theoretical Definition.
Motivational is the ability and
skill with mental capacity to
direct and sustain energy and
attention on a certain task or
situation with recognition of
cultural adaptation to form a
positive relevance to successfully
functioning in culturally diverse
situations (Ang et al., 2007;
Searle and Ward, 1990).
Operational Definition.
Motivational is the capability to
direct energy and attention toward
learning about and functioning in
different cross-cultural situations
(Ang et al., 2007).
Theoretical Definition.
Behavioral is the skill and ability
of exhibiting overt actions with
verbal and non-verbal behavior
through diverse cultural
adaptations with a flexible and
broad range of behavioral
capabilities (Hall, 1959; Ang et
al., 2007). A wide and expansive
repertoire of behaviors develops
intercultural relationships,
observed through a variety of
actions because cultures have
1. Some of my previous
questions were more
general, this question is
going to be much more
specific in regard to how
you might have adapted
your verbal and nonverbal
behaviors when interacting
with individuals of
different cultures. Can you
share an example when
you used behavioral
modification and

2. How do you recognize
the need for culturally
sensitive adaptations when
engaging in culturally
diverse situations? Can
you provide me with an
example of how you
changed your behavior to
fit the situation?

1. How do you focus your
energy and attention
toward learning about and
interacting in different
cross-cultural situations?

next time/a similar
situation?

- What were the
outcomes of you
using this
practice?

- Can you provide
any additional
examples?

- Can you give me
an example of
how this practice
impacts your
effectiveness in
leading your
organization?

- Can you please
share any
advantages to
identifying and
altering
appropriate verbal
and non-verbal
actions during
cross-cultural
interactions?

- Can you please
share any
advantages as you
intentionally
direct attention
and energy in
learning and
functioning in
cross-cultural
situations?

1) Teams to address diversity and
student issues on campus
2) COVID protocols (e.g. access
to tech, tech supports, health
services, food pantry, etc.)
3) College or board meeting
minutes
4) Strategic plan
5) Speeches, videos, website
content for programs, projects or
events
6) Core values and mission
statement

1) College demographic data
2) COVID protocols (e.g. access
to tech, tech supports, health
services, food pantry, etc.)
3) College or board meeting
minutes
4) Strategic plan
5) Speeches, videos, website
content for programs, projects or
events
6) Core values and mission
statement
7) Check the different channels
of communication (district
website, social media, email, etc.)
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different norms for appropriate
behavior (Ang et al., 2007; Hall,
1959; Triandis, 1994; Gudykunst,
Ting-Toomey, and Chua, 1988).
This may include exhibiting
situationally-appropriate tone,
gestures, words, and facial
expressions (Gudykunst, TingToomey, and Chua, 1988).
Operational Definition.
Behavioral is the capability of an
outward manifestation of
exhibiting situationallyappropriate verbal and non-verbal
behavior through cultural
adaptation when interacting with
individuals of different cultures
(Ang et al., 2007; Hall, 1959).
2. What factors (personal
experiences, education,
professional experiences,
particular episode or
incident or occurrence) do
you use when determining
what behavior (verbal and
non-verbal) is
situationally-appropriate?

consciously changed when
you speak and use body
language?

7) Check the different channels
of communication (district
website, social media, email, etc.)
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